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 EDITORIAL 
BEYOND THE BARRIERS OF
DISCIPLINES AND CULTURE
i travel a lot. this has given me many opportunities for surprises. it is
amazing to see the many different ways in which humans have invented
living and communicating. Languages seem to have their own hum and
rhyme, accompanied by body language used to underscore meaning. the first
time i experienced an African welcome gesture i was very unprepared. there
was the wonderful welcoming smile, handshake, and embrace. But when my
welcoming host, who was a few years older than i, insisted on carrying my
heavy suitcase up the steps to my room, i have to admit that i was
embarrassed. it did not feel right to let an older gentleman do the heavy lifting
for me. it took me awhile before i could truly experience this act of servant
leadership and gracefully accept the local protocol of hospitality. it reminded
me of the tension in the Upper room when Jesus took off his clothes to wash
his disciples’ feet and thus seriously disrupted Peter’s sense of
appropriateness in the face of the difference between master and disciple. 
culture sometimes prevents us from appreciating the very gifts offered to
us, at least at first. in one place i learned a dimension of friendship that my
culture does not allow me to experience easily. it happened when i was
teaching Leadership Development to teachers and administrators of religious
organizations in india. the first thing i noticed was their eagerness to learn in
the classroom and their desire to share the beauty of their city and cultural
sites with me. i enjoyed both, the classroom and the time outside the
classroom. But i was unprepared for a gesture of friendship which men do not
commonly practice in my country: men holding hands with men. Every time 
i walked with my students on campus, one of them would reach for my hand.
i had to learn that this was perfectly acceptable in their context, even though
it wasn’t in mine.
if you have traveled to other countries and cultures, you probably have
Erich Baumgartner, Ph.D., is the Director of the Ph.D. in Leadership Program at Andrews University. he is also the
Senior Editor of the Journal of Applied Christian Leadership. he can be reached at baumgart@andrews.edu.
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your own well of stories to tell of amazing encounters and gifts received
through gestures of grace not always recognized easily. Unfortunately, culture
not only connects us, it also divides us in ways that can be more profound
than we care to admit. this is also true of the culture of academic disciplines. 
i still remember when one of the most exciting books about servant
leadership hit the market in 2014. that amazing tome, edited by Skip Bell,
carried the simple title Servants and Friends: A Biblical Theology of
Leadership. Apart from the paradox of the title, which connects the idea of
servant with friend, the book also contained an interesting divide that
illustrated why it has been difficult for many years to start a meaningful
conversation about spiritual leadership outside the seminary classroom. 
On the one hand, this edited volume assembled some of the most insightful
collections of Old and New testament thinking about servant leadership. 
in addition, it also contained solid contributions from scholars of ministry.
But as i started to analyze the different chapters, i made a discovery which
surprised me. Both groups of scholars quoted the Scriptures liberally.
however, the theologians quoted predominantly other theologians with little
input from leadership scholars, and the ministry and leadership experts often
cited social science scholars with very little input from theologians. in other
words, with few exceptions, each scholar stuck to their own guild. While they
had plenty to say about the leadership texts of the Bible, it was almost as if
the protocol of their own discipline prevented real dialogue with the “other
side” of the scholarly universe.
this reality is of course nothing new. in fact, many would argue that this 
is the way it should be, until they discover that leadership scholars have now
reinvented spiritual leadership–and without the benefit of genuine
interdisciplinary dialogue. in fact, after a slow start in the 1990s, servant
leadership theory has become one of the latest social science attempts to
conceptualize leadership for organizational contexts (Fairholm, 1996; Fry,
2003, 2008; Fry, L., & cohen, M., 2009; Fry, L., hannah, S., Noel, M., &
Walumbwa, F., 2011). What this means is that we now have a theory of
spiritual leadership that was not born in the seminary, but in the halls of
secular leadership thinking concerned about the well-being of ordinary
people in ordinary organizations. And it seems to have a similar trajectory 
as servant leadership theory which was also born in the mind of a non-
theologian, robert greenleaf, a leadership philosopher at At&t. 
the Journal of Applied Christian Leadership lives in this tension between
theological and secular thinking about leadership. it seeks to create a
conversation beyond the barriers of disciplines and culture in order to enable
christian leaders to become more effective servant leaders. Spiritual
E R I C H  B A U M G A R T N E R
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leadership is a perfect example of the need for dialogue between disciplines 
in order to address the growing restlessness among leaders regarding the
inability of leadership thinking to help develop better leadership in our
organizations, communities, and in our society. We present this issue in 
the spirit of dialogue and exploration.
to get us started, Alex Sosler, a Baptist pastor, reflects about the way Jesus
used the ordinary context of life to grow the ability for extraordinary sacrifice.
then Petr cincala, Director of the institute of church Ministry, interviews Jon
Dybdahl, the President Emeritus of Walla Walla University and author of the
book, Hunger: Satisfying the Longing Longing of Your Soul, focusing on the
spiritual life of christian leaders. Students at Andrews remember his seminars
on christian spirituality as “islands of peace” in the midst of the pressures 
of seminary life. 
Sigve tonstad’s article on “transparency in Leadership” is one example 
of theological thinking at its best that deserves a deeper dialogue with
leadership scholars. in his article, tonstad makes the startling observation
that the apocalypse is not a book meant to confuse, conceal, or frighten us–as 
in the popular understanding of the word–but a book to make god’s system 
of governance transparent as he deals with the politics of deception in a cosmic
war. this article was originally published as a chapter in the above-mentioned
book, Servants & Friends: A Biblical Theology of Leadership (Bell, 2014). 
Leadership is always a dynamic phenomenon often involving the need to
fit into multiple roles. Nowhere is this more evident than in the lifecycle of a
new church plant which is the focus of the case study, “creating a Spiritual
Learning Space.” in this article Erich Baumgartner, Senior Editor of JACL, and
Andres Flores, founding Pastor of Epic church in chicago, take a look at the
changing leadership roles experienced by a church planter over the lifespan
of a church plant. their insights should prove helpful to regional leaders of
denominations with connectional systems and regional church governments.
Spiritual leadership and organizational knowledge processes may not
strike you as obvious cousins until you read Lorena Martinez Soto’s research
report of WhOLEgrAiN, a columbian food factory run by a christian
organization. Next, Morris thompson, a professor at Washington Adventist
University, explores the role of accountable relationships for the development
of spiritual leaders in “the Need for Spiritual Leadership.” 
Finally, Boubakar Sanou, a Professor of Mission at Andrews University,
enters the dialogue about a problem which can no longer be ignored: the
relationship between spiritual giftedness and god’s calling to ministry beyond
gender stereotypes. 
this issue brings together contributions from social scientists, theologians,
PAGE  6 Vol. 11, No. 2 FALL 2017
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and leadership practitioners who wrestle with how to live out the
implications of our christian commitments in our roles as leaders. We
hope that this issue will find its way not only into your library but also
into your learning space, where you allow god to challenge you to turn
new thinking into new practice. 
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ALEX SOSLER
LOVE IN THE ORDINARY: LEADERSHIP
IN THE GOSPEL OF JOHN
Introduction
James K. A. Smith (2016) observes a pair of intriguing questions at the
beginning and in the end of the gospel of John. When Jesus calls his followers
he asks, “What do you want?” (John 1:38 NiV). When he calls Peter to
leadership in the church, he asks, “Do you love me?” (John 21:15-17 ESV).
Between these two questions, Jesus forms the disciples’ love by teaching and
modeling what it means to be a leader. As Smith (2016) explains, “our wants
and longings and desires are at the core of our identity, the wellspring from
which our actions and behavior flow” (p. 2).
Jesus did extraordinary things. the gospel of John includes seven
miraculous signs that point to Jesus’ true identity as the Son of god. god
incarnate is no ordinary concept. however, the first 30 or so years of his life
seem rather ordinary. Just look at some of the regular patterns of his ministry
as recorded in the gospels: attending weddings, hiding from crowds, going to
the synagogue. At the end of his time on earth, as Jesus asks the question,
“Do you love me?” he calls his followers to be ordinary in the ordinary. it is
these regular moments that shape our loves and desires. it was the motif of
love for Jesus and shepherding his sheep as imaged in the narrative of the
gospel of John that defined leadership for Peter in John 21. 
The Question: Do You Love Me?
As one of the earliest leaders in the church, Peter is a telling case study in
leadership development. indeed, he gives hope to all floundering, misdirected
leaders. As the last words of a person are usually some of the most important, so
Jesus’ last words to Peter take on special emphasis. Furthermore, Jesus repeats
his question three times—an emphatic mark on one’s last words. the question
Jesus asks is one every human creature must answer: “Do you love me?” 
Alex Sosler, is the Associate Pastor at Milwood Baptist church in Austin, texas, and an Ed.D. student at Southern
Baptist theological Seminary.
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First, note what Jesus does not ask. he does not ask, “Do you know me?”
Nor does he ask, “Do you believe in me?” he does not even ask, “Are you
willing to serve me, Peter?” the lingering question of Jesus is about desire,
longing, and love. And Peter responds affirmatively all three times: “yes,
Lord, you know that i love you” (John 21:15–17). By the third time, there is a
sense of aggravation and exasperation in Peter's response: “Lord, you know
everything; you know that i love you” (v.17). At each response, Jesus gives
direction: Feed my lambs, tend my sheep, feed my sheep. these are ordinary
practices of a shepherd. Every day a shepherd leads his sheep to find food.
Every day a shepherd guides and protects the sheep. tending and feeding 
are very ordinary acts in a pastoral life. they are verbs—ways of being, not
positional titles. Even the image of a shepherd proposes an ordinary way of
living.
Love demands an object. Unlike the modern, New Age, Oprah
sentimentality, love is tangible. it never exists merely ethereally as some type
of feeling. Love does not thrive as theory. Jesus ties love to himself and to
people. A love for Jesus executes itself in a concern for his sheep. Notice, too,
that Jesus refers to the sheep as “my sheep.” the lambs belong to Jesus.
tending and feeding Jesus’ sheep are the means by which Peter shows love
toward Jesus. these ordinary activities shape and prove love.
With this story planted in the mind, consider what it means to love and
what it means to feed or tend. how might the rest of the gospel influence
these verbs? Johannine imagery is used “as a rhetorical tool” (Van der Watt,
2006). Both love and shepherding are not abstract concepts, but tangible
realities that Jesus describes. For Peter, it was a long way to grasp this ethic.
What Does It Mean to Love?
there are two primary verbs in John 21: love (agape and phileo), and feed or
take care of (bosko and poimano). John 13 defines the way of love in the eyes
of Jesus. the chapter opens with these words: “Now before the Feast of the
Passover, when Jesus knew that his hour had come to depart out of this world
to the Father, having loved his own who were in the world, he loved them to
the end” (v.1). What follows is an image of Jesus’ love. Love is displayed in
washing the disciples’ feet. Merrill tenney (1948) comments on this act:
“Divine love leaped over boundaries of class distinctions and made the Lord
of glory the servant of men” (p. 198). toward the end of the evening, Jesus
gives a new commandment: “that you love one another: just as i have loved
you, you also are to love one another. By this all people will know that you
are my disciples, if you have love for one another” (v. 34-35). Jesus provides
an example of love. this is not abstract teaching; it is concrete demonstration.
11
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to love means to serve in an ordinary way: like washing the feet of a weary
guest. Love is active; it takes the initiative in day-to-day moments.
in John 15, Jesus repeats the command to love one another and intensifies 
it in the most tangible result. the greatest love in the world, says Jesus, is
“that someone lays down his life for his friends” (v. 13). So what does it mean
to love? it means laying down one’s life through ordinary service.
Earlier in the narrative, Peter overestimated his ability to love when he
insisted that he was willing to die for Jesus (John 13:37). yet, when his life 
was on the line, Peter denied Jesus three times (John 18:15-18; 25-27). Faced
with possible death, he was not willing to lay down his life for Jesus. yet, the
resurrected Jesus gives Peter a second chance. Would he lay down his life for
Jesus by tending and feeding his sheep?
What Does It Mean to Shepherd?
When Peter heard Jesus tell him to guard and feed the sheep, he
understood the context regarding what Jesus was asking of him. Jesus did not
speak in a vacuum. Augustine explains a necessary connection. in John 10,
Jesus had already introduced these pastoral terms. the call for Peter to tend
and feed the lambs and sheep was explained in an earlier context. in John
10:12 Jesus declares himself the good Shepherd. Following Laniak (2006), 
the word “good” may better be translated “model.” When Jesus proclaims 
this identity, he connects it to a purpose: the person of god has come to die.
there are at least four explicit times that Jesus states this purpose in these few
verses (John 10:11, 15, 17, 18). the shepherd has come down to lay down his
life for his chosen sheep.
in the same way, Peter’s call to Shepherd comes by laying down his life, 
for to love is to lay down one’s life. the good Shepherd does the same. thus
Jesus calls Peter to do what he does when he says, “Follow me.” to love and
to shepherd is to lay down one’s life. Augustine (2008) notices this connection
when he writes, “So all of these were good shepherds, not just because they
shed their blood, but because they shed it for the sheep. you see they didn’t
shed it out of haughty self-esteem, but out of love.” the narrative of John in
chapter 21 confirms that this is the exact thing to which Peter is called: “to
show by what kind of death he was to glorify god” (v.19).
this love is what fuels the leaders’ suffering for the sheep. Augustine
(2008) writes,
Love for christ in him who shepherds his sheep, should grow into such a
spiritual ardor that he could conquer his natural fear of death, because
of which we do not want to die even when we want to live with christ. . . .
But great as the annoyance of death might be, it should be conquered by
PAGE  12 Vol. 11, No. 2 FALL 2017
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the force of love with which he is loved who, since he is our life, wanted
even to ensure death for our sake. (pp. 446–447)
Peter denied Jesus three times around a charcoal fire. in John 21, Jesus
searches Peter’s heart by asking him three times, “Do you love me?” As Jesus
asks these questions, the smell of charcoal fire again ascends to sting Peter’s
bitter memory (John 18:15-18; 25-27). his fear of death must be met with a
greater love for Jesus. And this love displays itself in pastoral care for the
sheep. 
Ordinary Faithfulness Leads to Great Love
A survey of history may contradict this thesis. On one hand, loving Jesus
by tending and feeding his flock is very ordinary. it is the shepherd’s daily
rhythm. On the other hand, these daily rhythms are also a call to lay down
one’s life—no ordinary thing. the reader may question this above dilemma 
by pondering the great things to which great leaders are called. After all,
extraordinary people do extraordinary things. the world remembers great
people as defined by their great acts.
For example, the world remembers george Washington as the first
American president, as he is enshrined in the painting “Washington crossing
the Delaware.” his fame is connected to the extraordinary feat of leading
troops across a frozen river on christmas night to the surprise of hessian
forces. Likewise, no one would remember Winston churchill were it not for
his relentless voice of courage in the midst of war with Nazi germany. Would
people remember christ had he not done the unthinkable: die and rise again
three days later? tradition has it that Peter was crucified upside down—no
little, ordinary thing! 
On the other hand, these leaders were prepared for the extraordinary
leadership situations for which we remember them by ordinary acts of
habitual faithfulness. it was christ who said, “he who is faithful in little will
be trusted with much” (Luke 16:10). in essence, habits form virtue—small,
repeated acts that shape one’s character. David Brooks (2015) defines
character as “a set of dispositions, desires, and habits that are slowly
engraved during the struggle against your own weakness. you become more
disciplined, considerate, and loving through a thousand small acts of self-
control, sharing, service, friendship, and refined enjoyment” (pp. 263-264).
yale Professor Anthony t. Kronman (1995) has defined “character” in a
similar way: “an ensemble of settled dispositions—of habitual feelings and
desires” (p. 16). 
the culture of a generation past valued this ordinary, slow growth. For
Dwight Eisenhower “conquering your own soul” was “the moral ecology in
13
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which (he) grew up” (Brooks, 2015, p. 53). this means “the essential drama of
life is the drama to construct character, which is an engraved set of
disciplined habits, a settled disposition to do good” (Brooks, 2015, p. 53). in
this context, Eisenhower, who was by no means a brilliant student, was able
to cultivate this steadiness over time. his parents developed these habits, and
the military engrained them in him. We remember Eisenhower as a great
leader today because he negotiated peace and navigated towards prosperity.
But he cultivated these leadership qualities through earlier, ordinary habits.
Albert Schweitzer also valued ordinary gifts. Schweitzer was a german
medical doctor, musician, and Biblical scholar who began his missionary
career to West Africa in 1913 (tucker, 1983). he describes how he selected
those with whom he wanted to work in the medical compound. he only
wanted people who would perform constant acts of service with a no-
nonsense attitude to simply do what needed doing. “Only a person who feels
his preference to be a matter of course, not something out of the ordinary, 
and who has no thought of heroism but only of a duty undertaken with sober
enthusiasm, is capable of being the sort of spiritual pioneer the world needs”
(Schwen & Bass, 2006, p. 34). in short, to use the language of Jesus, ordinary
tending and feeding are the regular habits where love is born. this is how a
person lays down his life.
Jesus as Teacher and Model
the genius of Jesus’ leadership is how he exemplified the way of ordinary
love. in John 13 he washed his disciples’ feet—a servant’s task. No great,
amazing, revolutionary thing! he was not focused on building big churches,
multiplying campuses, or creating huge organizations, as admirable as those
things may be. he was doing a very ordinary, humble thing: washing dirty
feet. After modeling love, he taught by explaining its meaning. When Peter
put up a fight in receiving Jesus’ service, he asks, “Lord, do you wash my
feet?”, the assumption being that this was unbecoming of a person with
authority. in the next moment, another objection arises. (Peter seems to be
strong-willed). “you shall never wash my feet.” Jesus gently insists, “if i do
not wash you, you have no share with me” (v. 8).
When opposition to leadership arises, many leaders resort to two basic
human responses to conflict: fight or flight. By the authority vested in him,
Jesus could have demanded his right and grabbed Peter’s feet, forcibly
washing them. But Jesus does not rage in anger—acting in aggression and
fighting. Jesus could have complained saying in effect, “Fine. have it your
way. Do what you want. it is not my problem.” he did not pout in sadness—
acting in passivity or fleeing. rather, Jesus patiently and humbly teaches. he
L O V E  I N  T H E  O R D I N A R Y
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feeds his lambs with truth, and he guides them into a reality they do not yet
see clearly. 
What he models, he also explains. As always, he delicately interweaves
teaching and modeling. Jesus habituates the disciples to give them a taste of
the good life, and then explains why the commitment is worthwhile (Sanders,
2015). here is the Master teacher posing a question that starts the disciples on
a journey of learning, “Do you understand what i have done?” Explanations
give meaning, invite appreciation, and ultimately bid love toward action. As
their teacher and Lord, he has given them an example. Now, they, as his
disciples, should do likewise. 
the pattern of Jesus is teaching, modeling, and inviting to follow. Jesus is
not content with mere cognitive recognition. As richard hays (1996) writes,
“those who follow Jesus of the fourth gospel . . . will learn an ethic that love’s
not in words or speech, but in truth and action (1 John 3:18)” (p. 156).
Conclusion
Peter, like all leaders, was a complex being. he was not just a brain; nor
just an economic material to manipulate for maximal production. his
intellectual capabilities needed cognitive instruction. But his intellect was
limited. he needed to also see the teaching at work. And in both, he needed
an invitation to practice what he was learning. Jesus provided the example
when he called a disciple: “Follow me” (John 1:43). “Example is the best
teacher. Moral improvement occurs most reliably when our heart is warmed,
when we come into contact with people we admire and love and we
consciously and unconsciously bend our lives to mimic theirs” (Brooks, 2015,
p. xv). Only love is adequate for this undertaking.
Following Jesus in leadership may not be earth-shattering. it may not be
radical or spectacular. Jesus does not ask us to rise from the dead. he already
did that. But our Lord calls us to follow him. christians follow a good
Shepherd. Now Jesus asks leaders to feed his sheep and tend his lambs.
christian leaders love a good Shepherd and serve him as under shepherds 
(1 Peter 5:1-5) who give their lives for his sheep. 
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INTERVIEW WITH JON DYBDAHL 
THIRSTING FOR GOD
Petr Cincala, M.Div., M.S.W., Ph.D., is married, has four children, and served
as a freelance missionary among Czech atheists for 10 years. Presently, Petr
works at Andrews University as Director of the Institute of Church Ministry,
Assistant Professor of World Mission, Director of NCD America (Natural Church
Development), and as Managing Editor of the Journal of Applied Christian
Leadership. 
Jon L. Dybdahl Ph.D, is a Professor Emeritus at Walla Walla University and
Andrews University. After a midlife personal spiritual crisis and subsequent
renewal, Dybdahl became deeply interested in the area of the spiritual and
devotional life. As he began to do research, he came to see that most Protestant
churches and seminaries gave little time to the personal spiritual lives of stu-
dents and church members. As a university and seminary professor, he discov-
ered that one could go through the seminary and receive advanced religious
training and never have a class which explored in depth the personal spiritual
life of students. He, himself, was a product of that kind of training. 
As Dybdahl studied and explored, he found the whole area of religious stud-
ies that had been hugely neglected by most Protestants. The more he studied, 
he began to find personal renewal and a satisfying of the hunger of his soul. 
He also developed a deep desire to share what he had learned and experienced
with his students. 
Over the next few years, Dybdahl had the opportunity to initiate classes on
spiritual life at both Walla Walla and Andrews Universities. He found students
to be deeply interested and personally hungry for that kind of training.
Fortunately, in the last number of years, this lack has been acknowledged by
many Christian colleges and seminaries and efforts have been made to do this
kind of training. Over the last 10 years, Dybdahl has been in 35 different coun-
tries speaking and teaching on this topic. Part of what he has learned through
his experiences can be found in his book, titled hunger: Satisfying the Longing
of your Soul.
Journal of Applied Christian Leadership: What role does personal spirituality
play in the life of a leader?
Jon Dybdahl: For christian leaders, personal spirituality is foundational and
a prerequisite for effective leadership. communication with christ and being
in touch with god in their spiritual life is absolutely essential, and has to be
something that is not just assumed, but deliberately brought about, meditated
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upon, and practiced by any leader expecting to be effective and to see god’s
blessing on his/her work.
For a lot of people, particularly in Western culture, what is commonly seen
are business and managerial forms of leadership. there is nothing wrong with
that, but christian leadership is different. Leadership is something that needs
to be practiced. Leadership needs to have a reflective side. A christian leader
must take time to think, consider, and have a period of quietness rather than
just making quick decisions. A christian leader must be reflective and learn to
listen to god. this is a key part of spirituality.
JACL: how does god speak to a leader?
JD: god speaks in a number of ways to leaders. he speaks through his Word,
the Bible, but he also speaks through people who are seeking his will, such
as colleagues in a leadership team where people can share and talk together
about god, his will, and his leading. god also speaks in times of silence,
when we take time to examine our lives and ask, “how am i doing?”
JACL: this notion of encountering god in silence and asking: “how am i
doing?” is intriguing. So is spirituality then a form of self-knowledge?
JD: A life filled with personal spirituality gives leaders a sense that god is
active in their life and work. this can help them face the challenges that come
to them day by day. god becomes their partner in leadership, which makes
the difference.
Self-knowledge and knowledge of god go together. the closer we get to
god, the better we understand ourselves. Understanding who we are makes 
us more dependent on god and on what he can do in our lives.
Personal, emotional, spiritual, and psychological healing takes place as we
practice the core values of christianity. Experiencing love and being honest
about our situation helps to heal us. Leaders may see their spirituality as one
of the tasks needed to done, but they should to look at spirituality as an
island of peace. 
JACL: how do you get to seeing the spiritual life as entering an island of
peace?
JD: if we are doing something in our daily spiritual lives that feeds us, that
gives us peace and a sense of god’s presence. Our walk with god gets excit-
ing, and we look forward to getting up early in the morning or whenever we
spend time with god.
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the idea that i can hardly wait to spend time with god because he is
renewing me spiritually, emotionally, and even physically is at the core of
spirituality. if we look at spirituality in this way, it changes the way we
respond to god. it is just like looking forward to a great meal. When you are
looking forward to something good, you anticipate it and it becomes a source
of deep satisfaction. A spiritual life that looks forward to a live encounter with
god changes everything completely.
JACL: how important is corporate spirituality for christian leaders?
JD: corporate spirituality is very important. Oftentimes in our individualistic
society we can forget that. A careful reading of the book of Acts shows that the
spirituality of leadership in the early church was very corporate. the coming
of the holy Spirit in Acts 2 is a result of corporate prayer. Leaders who are per-
secuted flee to the place where corporate prayer is being practiced (Acts 4:31).
Acts 3 shows us that early leaders practiced corporate types of prayer much
the same as their Jewish brothers. Unfortunately, too many christian leaders
have never been trained in the practical steps to be spiritual leaders. 
recently we prepared a series of studies for christian leaders working in
india. We found that they had not been adequately trained, so we set up a
training program in spirituality for them. these were all people who were 
supposed to be spiritual leaders. We prayed every day plus we had one full
day of corporate prayer seeking god personally and seeking him as a corpo-
rate group. Our leaders were amazed and said, “We have never prayed so
much. We wish we could do more of it.” it struck me how we usually do cor-
porate prayers: a “quick” prayer in the beginning and at the end of a meeting
to make sure the meeting goes well. there is nothing wrong with that, but
having a serious time as a group praying together would have a tremendous
effect on leadership. it would give us much more a sense that god is really
near and we are part of his work.
JACL: What are some of the ways you have found effective to lead corporate
prayers?
JD: there is a variety of ways on how corporate prayer can be led. if there is a
particular issue, start with a Scripture text, have people meditate on it in pri-
vate, and then come back and pray as a group over the things about which
each individual thought. Let it happen naturally. Or organize a conversational
prayer.
if a local church or a christian organization needs special help with a par-
T H I R S T I N G  F O R  G O D
PAGE  20 Vol. 11, No. 2 FALL 2017
20
Journal of Applied Christian Leadership, Vol. 11 [2019], No. 2, Art. 22
https://digitalcommons.andrews.edu/jacl/vol11/iss2/22
J O N  D Y B D A H L  I N T E R V I E W
THE JOURNAL OF APPLIED CHRISTIAN LEADERSHIP PAGE  21
ticular issue it is facing, organize a spiritual retreat to corporately seek god’s
guidance. it can happen in many different ways, but just having a group expe-
riencing it together and praying over the key issues not only gives a sense of
corporate identity, fellowship, and togetherness, but also a sense of corporate
purpose.
JACL: in what ways do spirituality and religiosity overlap and differ?
JD: true spirituality is an internal heart issue. Spirituality, as it should be
understood, is a personal thing that involves the whole being in relationship 
to god. religiosity speaks more to outward behavior that may or may not
include a personal heart response. Spirituality is more relational, emotional,
and more thoughtful, whereas religiosity is more about performance.
When teaching leaders about the spiritual life, i like to spend time with
them in a one-day spiritual retreat. then at the end of that day, people testify
how god has made a difference in their lives. there is a need to emphasize
corporate spirituality more. We should not be afraid to talk about sensing and
experiencing god’s presence when we gather in his name. if we invite god to
be there, we expect him to be there, and people’s lives are going to be
changed. this can happen corporately as well as individually.
JACL: Do you have any helpful tips for leaders on how to nurture balanced
spirituality?
JD: true spirituality involves time. We must commit to making the spiritual
side of our lives a priority in our daily schedule. Anything we seriously need
to practice, we must create space and time for it to be done. We need to
include it in our planning.
When leaders are planning, they should have a corporate prayer discussion
to be able to move forward in a certain direction as a group so people can
make a personal commitment, pray together for god’s leading and seek god’s
guidance. this is how they will recognize the difference between the plans
their leaders have and god’s plans. it makes a difference how people feel
about their work. 
Part of planning may be a regular time set apart for prayer and meditation
We should not be afraid to talk about sensing and 
experiencing God’s presence when we gather in His
name. If we invite God to be there, we expect Him to 
be there, and people’s lives are going to be changed.
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in a corporate setting. Sometimes people are led to pray more in their personal
lives after they’ve experienced corporate encounters with god, but it goes the
other way as well. Some of it depends on the personality of the leader, as well.
Some people lead more outwardly while others are more private.
Daily reflection, listening to god, laying before him the plans for the day or
our long-term plans—those kinds of things are helpful and make us more
thoughtful.  
JACL: how can a leader pass on spirituality that transforms life?
JD: Anyone who expects to affect another person or a group spiritually must
model the kind of spiritual life that they are teaching. Only as leaders demon-
strate in their own personal life the value and fruit of genuine spirituality can
they affect others. if we are teaching others that they should pray 15 minutes
every day, the leader would probably do well to practice 30 minutes of prayer
daily.
JACL: can leaders grow spiritually? how would you know that you are grow-
ing spiritually? is it the length of time i pray and study Scripture or are there
other ways?
JD: it is extremely difficult to evaluate spirituality solely on the basis of time
spent. Spirituality is like any relationship. Valuable time must be spent, but a
precise accounting of that time is not necessary. Quality and intimacy of the
relationship are some of the ways we can evaluate spirituality.
christians originally described the growth process as the way, the path 
or the journey. there are different parts of the journey we do not experience
until we travel for a while. As we travel, changes take place. We need to be
ready to see and experience new things, and see god at work in new ways
both in our lives and in the lives of the people with whom we work. there 
is always more, and so our spirituality is a journey.
JACL: Pastors are often expected to be managers, to keep things under con-
trol, or to reach numerical goals. What impact does this organizational striv-
ing have on their closeness to god?
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JD: Leaders can be overcome by the stress of mundane responsibilities.
having a structured spiritual life can help keep things in balance. Leaders
would do well to ponder the story of the apostles in Acts 6:1-4. in this pas-
sage, the early leaders were faced with needs beyond their capacity to address
without compromising their spiritual calling. So they made decisions and took
actions that addressed the ministry challenge, yet freed them to practice their
spiritual life and ministry.
there is no one spiritual secret to success, no magic formula—do this, this,
and this, and you will see success. you need to seek god, and he will help
you to see what needs to happen.
JACL:: We know that even good leaders can get burned out. how can prayer
help? 
JD: We can come to prayer with very different attitudes. Some come to prayer
with the frenetic attitude of praying as a means to accomplishing part of my
daily “to do” list and finishing part of my daily activities. in contrast, we can
come to prayer as a place of quiet rest in a peaceful garden where we come to
be refreshed and live in god’s presence. the first kind of prayer contributes to
burnout, while the second kind leads to calm peace, and is an antidote to
burnout.
Leaders need to be open to new things. Jesus said, “there are many more
things i could teach you but you could not bear them now” (John 16:12). i sug-
gest we see every instance of a burnout as a time for growing and learning.
“god, what are you trying to teach me?” there are types of burnouts that
should be prevented, but the general kind of burnout may serve as an oppor-
tunity for learning.
JACL: We are all shaped by the environment and culture we grow up in.
christians tend to develop spiritual pride that may serve as a drive for their
ministry as well as their life with god. in what ways can spirituality foster
humility?
JD: Spiritual pride can be a real danger. One of the best ways to avoid it is to
take seriously the Biblical teaching on repentance. if we take the time to pon-
der our own lives and bring our thoughts and actions under the scrutiny of
god in sincere heart repentance, humility is a result. in doing this self-exami-
You need to seek God, and He will help you to see what
needs to happen.
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nation, god's presence daily will bear much fruit.
Leaders need to be sensitive to how god is leading. Journaling is helpful. 
i often journal things that are happening and through it i can see better how
god is leading. it helps me to constantly hear his voice and follow his will.
that is really the solution. Do not force yourself into some kind of mode.
Leaders may tend to say, “if i was like so and so, if i could do this or that . . .”
Well, it is better to ask what god has for you.
JACL: innovative leaders may tend to borrow spirituality that is popular in the
world. how can leaders successfully avoid the traps of New Age and non-
christian spirituality? 
JD: christian spirituality must be centered in Jesus and the personal god of
the Bible. We can say that the twin principles of christ and the Scriptures
form a foundation and criteria by which to evaluate and judge all other spiri-
tualities. Leaders should model that kind of Biblical spirituality and in so
doing will encourage others to do the same.
the main competitors to spiritual life come from eastern religions, such as
hinduism or Buddhism. the key theological difference affecting spiritual life
is faith in a personal god. christian spirituality is about a personal relation-
ship. god is alive and we can communicate with him. in Eastern spirituality,
god is more like a force. you need to do the right things, say the right things.
certain meditation techniques are emphasized for different occasions, but in
an impersonal way. 
christianity also teaches there is good and evil. Most of eastern spirituality
is blind to the conflict between good and evil. their goal is to overcome igno-
rance; however, christians seek to be delivered from sin. there is a difference
between christian and Eastern meditations, and it affects our spiritual life.
they are founded on different principles.
JACL: Do you have a closing message for church leaders?
JD: Prayer and communion with god is the heart of spiritual leadership. Often
we approach prayer as a form or ritual. that can leave us in a dry patch. When
i pray with leaders from Africa—i do not know how to explain it—it is like
praying in a different key: the fervency, the belief, the openness, the sense
that you are really talking to somebody, that i wish Western culture would
catch more. May leaders truly expect god to work. if we want to see a prayer 
renewal in the church, we as leaders need to get serious about it.
PAGE  24 Vol. 11, No. 2 FALL 2017
T H I R S T I N G  F O R  G O D
For an in-depth examination of christian spirituality see the book Hunger: Satisfying the Longing of
Your Soul, published by Energion Publications in 2007 by Jon L. Dybdahl, available on Amazon.com.
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LORENA MARTINEZ SOTO
SPIRITUAL LEADERSHIP AND
ORGANIZATIONAL KNOWLEDGE
PROCESSES: NEW RELATIONS IN THE
FIELD OF KNOWLEDGE MANAGEMENT 
Abstract: this paper analyzes the dynamics arising from interactions between
typical elements of organizational culture such as leadership, strategic pro-
cesses, and knowledge management. More specifically, it seeks to establish
possible relationships between leadership based on spirituality and the pro-
cesses of creating, sharing, and reusing knowledge. the goal of this analysis 
is to establish a link between spiritual leadership as a strategy of the study of
spirituality in the workplace and knowledge management.
the research is focused on the application of Louis Fry’s theory of spiritual
leadership to a group of organizations made up of small and medium-sized
enterprises (SMEs) located in Medellin, colombia. Owing to the fact that the
study’s interests are aimed at comprehending human actions in an organiza-
tional context, the ethnographic method, direct observation, and in-depth
interviews were used as techniques for data collection.
the most important findings of the research indicate that spiritual leader-
ship fosters knowledge processes of the company being studied as it lays down
an organizational culture that binds both beliefs and individual and corporate
interests. this culture, based on spiritual values, promotes an organizational
environment in which employees perceive that their spiritual needs are being
satisfied and as a consequence, develop the required motivation to carry out
actions and processes, including knowledge processes directed at the achieve-
ment of organizational goals.
in addition, it was found in this particular case that the Adventist religion
provides a set of beliefs which, when put into practice, strengthens leadership
and the ability to influence others. Finally, it was noticed that even though
there are potential benefits provided by spiritual leadership to the company’s
knowledge management processes, its impact is limited because the company
which was analyzed is unaware of the importance of these processes and the
way to manage them.
Keywords: spirituality in the workplace, spiritual leadership, knowledge 
management, organizational knowledge processes 
Lorena Martínez Soto teaches in the School of Administrative and Accounting Sciences at the Adventist
University of colombia. She holds an MBA from the University of Montemorelos, Mexico, and a master’s degree
in Administration Sciences from EAFit University, Medellín, colombia. She is a doctoral candidate in
Organizational Studies at the Autonomous Metropolitan University (UAM) in Mexico city.
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Introduction
in the context of the macroeconomic and social policies promoted by today’s
knowledge economy, an organization’s capacity for innovation and competitive-
ness is determined by its ability to manage knowledge as a strategic resource
(Nonaka, 2007). Some researchers attribute the success of implementing knowl-
edge processes to leadership styles that promote workplace environments where
employees feel motivated to develop processes that contribute to effective knowl-
edge management and to the achievement of the company’s goals. (Singh, 2008;
rodríguez-Ponce, Pedraja-rejas, & Delgado, 2010; Von Krogh, Nonaka, &
rechsteiner, 2012; Analoui, Doloriet, & Sambrook, 2013). 
in this regard, Singh (2008) states that much of the success of knowledge 
processes is associated with leadership styles providing employees freedom to
experiment and innovate, instead of those in which they feel controlled and
monitored. Factors like autonomy, the ability to make decisions, the opportuni-
ty to develop their own skills, open communication, and trust create a high
level of motivation and commitment to organizational goals in the staff
(Analoui, Doloriert, & Sambrook, 2013). 
Workplace spirituality is an emerging field of knowledge, offering perspec-
tives and strategies based on spirituality as a source of relationship transforma-
tion. this transformation nurtures an atmosphere of satisfaction with regard to
spiritual needs and provides meaning for one’s job in their lives. the success of
this new field has led organizational behavior researchers to acknowledge that
workplace spirituality has become one of the most influential management tools
for motivating human beings. (Pawar, 2008, 2009, 2014; Karakas, 2010;
Birasnav, 2014). 
Since knowledge processes are deeply subjective, relational, and experien-
tial, spiritual leadership is a new perspective that can enrich traditional leader-
ship theories. it can contribute to the management of organizational knowledge
as it uses spirituality as a mechanism for cohesion of person-organization rela-
tionships. the purpose of this research is to provide empirical evidence on how
the spirituality paradigm in the workplace can enrich leadership and transform
it into a key tool for managing organizational knowledge processes. 
this paper is structured as follows: the first section establishes the theoretical
basis of the spiritual leadership model as well as the processes of organizational
knowledge used in this case study. the next section presents the adopted
methodology. the following section describes the implementation of the model,
and the final section covers the research discussion and conclusions.
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Spiritual Leadership as a Strategy for Managing
Organizational Knowledge Processes
Nonaka (2007) defines a knowledge-creating company as one whose sole 
purpose is continuous innovation through an ongoing process of adaptation 
to dynamic and complex environments using the creation, dissemination, and
implementation of knowledge in new products and technologies. this means
that both the capacity to learn and adapt as well as the continuous creation of
organizational knowledge are intangible resources that can create differentia-
tion, competitive advantage, and ensure long-term viability. 
in order to increase innovation in a knowledge-creating company, it is neces-
sary to manage knowledge processes. this involves every action associated with
the transformation of information into knowledge potentially useful in creating
new products and services. As people are responsible for collecting, sharing,
storing, and transforming knowledge into new products and services, these pro-
cesses demand employees’ personal commitment, a sense of company owner-
ship, and commitment to the company’s mission. Because of this, there is
increased importance placed on factors like motivation and leadership in imple-
menting strategies linked to the management of organizational knowledge. 
there are numerous researchers who support the influence of leadership
styles in the processes of organizational knowledge (Singh, 2008; rodríguez-
Ponce, 2010; Analoui et al., 2013; Birasnav, 2013). According to these authors,
consultative and delegative leadership proposed by hershey and Blanchard
(1982), and transformational and transactional leadership proposed by Avolio
and Bass (2004), help in the enhancement of knowledge processes, since they
offer the employees freedom to experiment and innovate, instead of directive
leadership styles in which people feel constantly controlled and monitored. 
Louis Fry’s spiritual leadership theory, as an alternative proposal to tradition-
al leadership approaches, focuses on spirituality as a tool for the creation of
meaning and well-being for employees in the working environment. For this
purpose, spiritual leadership proposes the creation of an inspiring vision that
binds individual and organizational interests, motivates people, and leads to a
spiritual well-being that translates into greater organizational commitment and
productivity. 
Operationally, spiritual leadership involves values, attitudes, and behaviors
required to intrinsically motivate people and to generate a sense of well-being.
therefore, this perspective is considered relevant to enhancing the organiza-
tional knowledge processes, as it integrates spiritual needs with creating work
environments that are conducive to the management of processes such as the
creation, sharing, and reuse of knowledge. 
this research is part of the theoretical field of knowledge management; thus,
S P I R I T U A L  L E A D E R S H I P  A N D  O R G A N I Z A T I O N
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the review of literature is steered to search for background information docu-
menting possible relationships between leadership and knowledge manage-
ment. Special emphasis was placed on the quest for research that could evi-
dence the bond between spiritual leadership and organizational knowledge pro-
cesses. After a thorough review, it was found that even though there are quanti-
tative studies which demonstrate the correlation between traditional leadership
styles and knowledge management, there are none documenting the link
between leadership models based on spirituality and organizational knowledge
processes. 
there are two spiritual leadership models in literature. the first is gilbert
Fairholm’s (1998) spiritual leadership model of which there is very little litera-
ture and no evidence regarding its implementation in organizations. the second
is Louis Fry’s spiritual leadership model of which much research has been done
resulting in empirical evidence for its implementation and replicability. 
When both models were analyzed, it was concluded that Louis Fry’s spiritual
leadership model was the most appropriate to be applied at the company under
consideration because its theoretical and conceptual framework is consistent
with the company’s practices and beliefs. this coherence between the theoreti-
cal proposal of Fry’s model and the reality observed at the company under
study was considered a determining affinity criterion for the choice of model,
inasmuch as it offered not only the opportunity to check its applicability in
practice, but established real impact produced by spiritual practices on corpo-
rate results. 
Theory of Spiritual Leadership by Louis Fry 
the theory of spiritual leadership defines the organization as a dynamic
space of social interaction which promotes the spiritual growth of individuals
by the creation of an inspiring vision and the practice of spiritual values, both of
which give a special meaning to the workplace and make it a scenario of tran-
scendence  (Fry & cohen, 2009). the theory of spiritual leadership defines itself
as a causal model of intrinsic motivation based on the satisfaction of people’s
spiritual needs such as calling and membership, seeking in this way to channel
their potential to greater productivity, lesser absenteeism, and higher volume of
business. this model divided into three interrelated stages. 
the first phase is called spiritual leadership. this stage is focused on the exer-
cise of leadership understood as premeditated actions aimed at maintaining a
dynamic interaction between three categories: organizational vision, hope or
faith, and altruistic love. the second stage is a consequence of the first and is
called spiritual well-being. in this stage, the concrete results from leadership
actions carried out during the first stage are observed, namely, the satisfaction
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of spiritual needs which is conducive to a sense of calling and membership in
individuals, denominated by spiritual well-being. the latter maintains intrinsic
motivation that drives people to work for organizational goals. 
Spiritual well-being leads to the third stage called organizational and individ-
ual outcomes. in accordance with Fry, if there is spiritual well-being, organiza-
tional outcomes arrive as a natural result of an employee’s motivation and com-
mitment. According to the model, these outcomes are evidenced through orga-
nizational commitment, productivity, financial results, etc. (Fry et al., 2011).
(See Figure 1). 
the following briefly discusses each of the stages that make up the spiritual
leadership model, with the purpose of going into detail about the theoretical
and conceptual basis proposed by the author and which is useful to contrast the
empirical evidence obtained from the fieldwork.
Spiritual Leadership 
According to Fry, the essence of the first stage is to fulfill spiritual needs (call-
ing and membership) of people by means of the organization’s vision, hope or
faith, and altruistic love. if these three elements are properly integrated, the suc-
cessful coherence between values and practices required by spiritual leadership
is achieved. 
Vision: refers to a convincing, desirable, and challenging vision of the
future for the organization. its value lies in having the inspiring potential that
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SPIRITUAL LEADERSHIP SPIRITUAL WELL-BEING 
ORGANIZATIONAL OUTCOMES
EFFORT                       PERFORMANCE            CALLING
(Hope/Faith)
Works
PRODUCTIVITY
The leader’s attitudes, 
values and behaviors
Follower’s spiritual 
survival needs
Organizational 
outcomes
(Vision)
REWARD
(Altruistic love)
MEMBERSHIP
Be understood
Be appreciated
ORGANIZATIONAL
COMMITMENT 
AND PRODUCTIVITY
Makes the difference
Life has a meaning
Figure 1. Spiritual Leadership Spiritual Well-being Organizational Outcomes
(Fry, 2003, 2005, 2009). 
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allows it to connect with the sense of mission of what people are and do. in this
way, a collective identity arises in which a system of values is shared that fos-
ters hope or faith at the fulfillment of the vision. Proper interaction between
vision, hope or faith, and altruistic love provides a favorable environment for
people to find a transcendent meaning in their work experiences (through call-
ing and membership), and guides their attitude towards the achievement of cor-
porate results. 
Hope or faith: in the fulfillment of the vision, hope or faith is the intrinsic
motivation that emerges when people have been connected to its inspiring
potential. Even though there is opposition and difficulty, this motivation pro-
duces a personal commitment. People with hope or faith have a clear under-
standing of where they are going and how to get there; they are ready to face
opposition and endure difficulties in order to reach their goals. hope or faith
provides direction and willingness to persist with the confidence that the result
will bring meaning to life. Some of the qualities of hope or faith are resistance,
perseverance, willingness to do what is necessary, and an open mind to expand
goals and expectations of reward and victory.
Altruistic love: this is a component of organizational culture. it is the set of
shared principles, values, and beliefs that are considered morally correct and
build collective identity. Altruistic love is defined as the feeling of plenitude,
harmony, and well-being produced as a result of coexistence in an organization-
al environment in which leaders and followers show real attention and esteem
for each other. Altruistic love is nourished by values such as patience, kindness,
forgiveness, humility, abnegation, self–control, trust, loyalty, and truthfulness. 
Well-Being
Fry bases his definition of well-being on several authors. According to
Fleischman (1994), Maddock and Fulton (1998), and giancalone and Jurkiewicz
(2003), spiritual well-being at the workplace is composed of two aspects: a sense
of vocation or calling on a professional level, and the need for social connection
or membership. 
Vocation or calling: calling refers to the transcendent experience, how the
difference is made by service to others from which meaning and purpose of life
are derived. People not only look for professional competence, but the feeling
that their job has a social meaning or value. Pfeffer (2003), referred to in Fry
(2011), mentions that people search for: a) interesting and meaningful work that
allows them to learn, develop, and have a sense of competence and expertise;
and b) significant employment that offers a sense of purpose. these two ele-
ments can be considered as a part of their vocation.
Membership: Membership refers to the social and cultural structures in
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which people find themselves, and through which they seek to be understood
and appreciated. this sense of membership is achieved when people feel that
they are an active part in the construction of a collective vision supported by
altruistic love. this sense of belonging encourages hope or faith which motivate
the member to take the necessary steps to find a transcendent vision which
gives their life a sense of meaning and purpose. During that process, both lead-
ers and followers acquire a sense of mutual care and concern in which a social
connection and positive relationships with their coworkers are attained, and
they are able to live a life integrated with others. 
Individual and Corporate Outcomes
the enhancement of well-being produces positive results in the organization.
group members gain a positive sense of calling and membership, and become
more united, loyal, and committed. Fulfilling these basic spiritual needs
ensures trust, intrinsic motivation, and the necessary commitment required 
for people to feel encouraged to make an additional effort, more willing to 
cooperate, and improve performance and productivity.
in the interest of measuring “organizational commitment,” Fry proposes the
measurement of affective organizational commitment developed by Allen and
Meyer (1990). According to these authors, organizational commitment has three
components: an affective component which refers to the emotional connection,
identification, and participation in the company; a continuity component,
which refers to the commitment based on the costs that employees link with
leaving the organization; a normative component, which refers to the feelings of
employees regarding the obligation of staying in the organization. For the sake
of measuring “productivity,” Fry uses the group productivity scale developed by
Nyhan (2000), which proposes to increase productivity by means of three ele-
ments: employee participation in decision making, feedback from and to
employees, and employee empowerment. 
The Processes of Organizational Knowledge Management 
Organizational knowledge is defined as an organization’s collective body of
knowledge. it is extracted from employee’s experiences, internal processes
accumulated over time, and from the peculiarities of the organization as com-
pared with its competitors (Wee & chua, 2013). As a strategic resource, knowl-
edge needs to be managed by the organization. however, a study conducted by
holm and Poufelt (2003) reveals that most of the SMEs do not have action plans
in regard to knowledge management, and only a small percentage have formal-
ized strategies in this area. 
Literature records multiple approaches linked to organizational knowledge
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management (Wong & Aspinwall, 2004; Durst & Edwarson, 2012). generally
speaking, organizational knowledge management refers to the development of 
a series of processes that contribute to the use of knowledge resources or the
organization’s intellectual capital. Some taxonomies linked to organizational
knowledge processes are configured around the processes of creation, 
collection, organization, sharing, and reuse of knowledge. (See table 1).
Some of the most-used names are: creation, generation, detection, selection,
representation, organization, storage, transfer, transformation, application,
integration, use, reuse, and protection of organizational knowledge.
in the literature, some of the most common definitions are: 
Creation—the development of new knowledge and procedures from patterns,
relations, and meanings in previous data, information and knowledge. 
Compilation—the acquisition and recording of data, information, and knowl-
edge on media.
Organization—the establishing of relationships between elements through
synthesis, analysis, generalization, classification or affiliation, and creating a
context in which those who need the collected knowledge can easily gain access
and understanding. 
Distribution—the sharing of knowledge with people who should have access
to data, information, or knowledge, and blocking those who should not. 
Use—the delivery of data, information, or knowledge to the tasks that create
value for the organization. 
hutchinson and Quintas (2008) state that particularly in SMEs, it is very diffi-
Summary of 
the literature
Ruggles (1997)
Ruggles (1998)
Alavi and
Leidner (2001)
Shin et al. (2001)
Holsapple and
Joshi (2002)
Sabherwal 
and Sabherwal
(2005)
Lee and Lee
(2007)
Zhao (2010)
Creation
Generation
Generation/
access
Creation
Creation
Acquisition
Creation
Acquisition
Acquisition
Collection
Codification
Representation
Storage
Recovery
Storage
Selecting
Exchange or 
sharing
Conversion
Accumulation
Organization
Facilitate growth/
measurement
Internalizing
Sharing
Sharing
Transfer
Transfer
Transfer
Distribution
Dissemination
Dissemination
Reusing
Integration/
Use
Application
Application
Application
Application
Application
Application
table 1. Organizational Knowledge Management Process (Prepared by Lorena
Martinez).
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cult to adopt a unified approach, due to the fact that knowledge processes are
embedded in the formal and informal actions of an organization, and there is no
clear awareness of the potential for knowledge, or of the actions that must be
carried out from which it is benefited. hence, the need to apply less prescriptive
approaches that, according to the nature and distinctive features of every orga-
nization, help to understand the way companies manage their own knowledge
(Alavi & Ledner, 2001). 
Since in the studied organization knowledge processes happen naturally
without the existence of a formal knowledge management policy, and the 
company is unaware of its own intellectual capital and the actions that must 
be taken to make the most of it, this research focuses on analyzing three inter-
dependent processes, namely: knowledge creation, knowledge sharing, and
knowledge reuse.
these processes are briefly described for the purpose of going into detail
about the theoretical and conceptual basis. they are used as a reference point to
contrast empirical information sources, a quick and low-cost strategy for obtain-
ing knowledge (Egbu et al., evidence obtained from the fieldwork).
Knowledge Creation 
Knowledge creation involves designing processes focused on identifying new
opportunities for innovation and organizational growth (Popadiuk & choo, 2006
cited in Wee & chua, 2013). Especially in SME's, limited economic resources
make external information sources a quick and low-cost strategy for obtaining
knowledge. (Egbu et al., 2005 cited in hutchinson and Quintas, 2008).
Knowledge creation arises as a result of sharing between subjects or by exter-
nal sources that provide pertinent information for the organization. Nonaka et
al. (2000) and Nonaka (2007) define knowledge creation as a process that hap-
pens by virtue of four interconnected stages: Socialization (tacit to tacit), exter-
nalization (tacit to explicit), combination (explicit to explicit), and internaliza-
tion (explicit to tacit). 
According to preliminary studies, individual factors that encourage knowl-
edge creation are related to positive attitude, intrinsic motivation, and the
absorption capacity of the subjects (Wee & chua, 2013). Lack of motivation,
rivalry, and individualistic cultures discourage knowledge creation.
Organizational factors that encourage knowledge creation are related to the
existence of a research and development (r&D) department and open communi-
cation. Lack of stimulus to create new ideas, low tolerance for mistakes, and
lack of policies and procedures to support new ideas are organizational factors
that limit knowledge creation. 
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Knowledge Sharing 
Knowledge sharing involves sharing tacit or explicit knowledge so that the
recipient applies the acquired knowledge in new contexts (Bechina & Bommen,
2006). this process is eminently relational. therefore, its success depends on
the values, interests, and motivations of the employee (Bock et al., 2005, cited in
Wee & chua, 2013).
Environments with high levels of trust and social interaction, flat organiza-
tional structures with few hierarchical levels, decentralized cultures, high levels
of communication, social activities, and low employee turnover can contribute
favorably to knowledge sharing and the flow of resources (Politis, 2003; Wong &
Aspinwall, 2004). 
On the other hand, in highly formalized cultures (chen & huang, 2009), the
reluctance of employees to share knowledge for fear of losing their unique value
(renzl, 2008) or their jobs (Damodaran & Olphert, 2000), lack of time to convert
tacit knowledge into explicit knowledge, ignorance about what knowledge 
must be shared (Levy et al., 2010), fear of disclosing confidential information
(Paroutis & Saleh, 2009), and lack of an organizational culture or structure that
fosters knowledge sharing (Ling, 2011) limit this activity.
Knowledge Reuse 
Knowledge reuse is the capture and systematization of knowledge for future
use (Markus, 2001), applying it to improvements or to developments of a new
product or service. Knowledge reuse involves collecting key information in
order to apply that knowledge into new ideas, proposals, and initiatives that
can be used to improve processes, create products, and provide services for
activities that imply innovation.
Absorptive capacity and the familiarity of employees with the knowledge
needs of the organization and the context in which that knowledge could be
acquired, are some of the factors which contribute to knowledge reuse
(Szulanski, cited in Wee & chua, 2013). On the other hand, the lack of a knowl-
edge-oriented culture, fragmented work environments with communication
gaps, high levels of work stress with pressure to comply with goals, the lack of
useful information systems for collecting and using information by all the staff,
and lack of resources for research and development projects are limiting factors. 
Methodology of the Study
WhOLEgrAiN is a company that produces and markets food products
(bread, soy milk, cereals). it is 40 years old, has 85 employees and a portfolio 
of 90 products distributed throughout colombia. it is a branch of the inter
American health Food company (iAhFc), a conglomerate of companies that
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belong to the Seventh-day Adventist church in Latin America, and is located in
Medellin, colombia, on the campus of the corporación Universitaria Adventista.
the company has a three-level organizational structure that is composed of
executive management, managerial staff (heads of processes), and operational
staff (salespeople and operators in the production area).1
As mentioned above in the theoretical framework, Fry’s spiritual leadership
theory operates by a model with three interdependent elements: spiritual lead-
ership, well-being, and organizational outcomes. Fry states that his theory of
spiritual leadership has been validated by means of its application in more than
one hundred organizations. Usually, the documented studies about the applica-
tion of this model use the quantitative approach and correlational method (Fry
et al., 2008, 2011).
in accordance with Fry, this is a causal model in which the first stage (spiritu-
al leadership) predicts the second stage (spiritual well-being), and this in turn
predicts the third one (organizational outcomes). While reviewing empirical evi-
dence of Fry’s research, it was found that in stage three (organizational out-
comes), Fry does not limit his inquiries to “organizational commitment” and
“productivity” categories, but according to the interests of each researcher,
adopts new categories in which the influence of spiritual leadership and well-
being could be evidenced. 
considering the interests of this research, the freedom to apply new cate-
gories for assessing organizational outcomes has been used. in this case, the
original categories were superseded by the processes of knowledge creation,
knowledge sharing and knowledge reuse. in this way, processes of knowledge
management were integrated to the model and are not exogenous categories
related to the spiritual leadership model. (See Figure 2).
Figure 2: Spiritual leadership for the management of organizational knowledge
processes. (Prepared by Lorena Martinez, based on Fry, 2003.) 
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Research Approach and Data Collection Process
in this research, Fry’s theoretical and conceptual structure of the model’s 
categories were kept. in previous studies, the author has utilized the quantitative
approach and correlational method to validate his model; however, since the
purposes of the current research were not to verify the correlation between vari-
ables, but to understand how they are interpreted and applied into the reality of
the organization, a qualitative design was used. this created room for more in
depth interviews, which allowed the researcher to compare and contrast within
the theoretical model in order to better understand the organizational reality. 
this study used an ethnographic method for describing organizational charac-
teristics and human actions that are oriented by spiritual leadership and that
affect processes of knowledge management. Direct observation and in-depth
interviews were the techniques used to collect the information. this information,
collected in interview transcripts, observation records and field notes, was coded
and analyzed using the software for the treatment of qualitative data, Atlas.ti 7.0: 
Ethnography disaggregates cultural objects into more specific objects,
such as the characterization and interpretation of socialization patterns,
the building of values, the development and expressions of cultural com-
petence, the development and understanding of interaction rules, and so
on. (Sandoval, 2002, p. 60) 
the ethnographic fieldwork of this research implied the development of three
stages carried out between January and December, 2014. the first stage involved
exploring information with the cEO (two interviews) in order to promote confi-
dence and explain the goals of the research. the interviews lasted about four
hours. in the second stage, the information collected during the first interview
was used to develop a semi-structured guide to compile the information that
combined the categories of spiritual leadership (vision, hope or faith, altruistic
love, calling, and membership) and the knowledge creation, knowledge shar-
ing, and knowledge reuse processes. 
Finally, in-depth interviews were carried out with nine informants. Each
informant required three different sessions to complete the semi-structured
guide resulting in about 27 sessions. Data from the interviews were systematized
using the coding procedure proposed by Strauss and corbin (2002). One infor-
mant came from the strategic level (management), seven from the managerial
level (production, quality, maintenance, finance, logistics, talent management,
systems), and one from the operational level (production supervisor). the crite-
ria for the selection of the informants was their level of organizational knowl-
edge, empowerment, and participation in administrative decision-making
(members of the administrative board).
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Procedures and Data Analysis 
information was validated in a process of double triangulation: a) triangula-
tion of sources which compared data obtained from employees with institution-
al information (official data), and b) theoretical triangulation which focused on
contrasting Fry’s model categories with categories emerging from the study. 
initially, the process of data coding consisted of examining the paragraphs of
the interview transcripts, field notes and corporate reports, and classifying them
into emerging subject groups. Secondly, for each subject, the categories that
reflected a relationship to spiritual leadership and its implications for the pro-
cesses of organizational knowledge at the studied company were identified.
thirdly, these categories were contrasted with Fry’s model and separated into
two groups: those aspects predominantly associated with spiritual leadership
and knowledge processes and those that were not. 
Results 
this study focused on operationalizing Fry’s spiritual leadership model in the
WhOLEgrAiN corporation with the purpose of validating if the theory of spiri-
tual leadership could be considered an effective strategy in the processes of
organizational knowledge management. For this reason, the findings of this
research are organized around the three stages comprised by the model: a) spiri-
tual leadership, b) spiritual well-being, and c) organizational outcomes, that, in
this case, correspond to the three processes of knowledge management: cre-
ation, sharing, and reuse.
Stage 1: Spiritual leadership: Vision, Hope or Faith, Altruistic
Love 
in the model, the phase named “spiritual leadership” is based on the dynam-
ic interaction between three categories: vision, hope or faith, and altruistic love.
According to Fry (2003), the fact that the spiritual leader establishes an inspir-
ing vision creates in the employees hope or faith in its fulfillment, which
becomes the intrinsic motivation that inspires them to reach the vision. this
dynamic between vision and people is moderated by altruistic love, namely,
shared spiritual values that lead everyone to perceive a feeling of interest and
appreciation for others. the spiritual leader’s role is to ensure that the interac-
tion of these three categories lead to “spiritual well-being,” which, according to
the model, is obtained by satisfying spiritual needs of calling and membership.
in this section, the most important findings about the stage named “Spiritual
Leadership” are presented. 
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Vision. During this stage of the model, it was found that most of the employees
of WhOLEgrAiN associate the elements of corporate mission (mission, vision,
values) with the religious beliefs promoted by the Seventh-day Adventist
church (SDAc). Additionally, WhOLEgrAiN’s mission explicitly mentions its
religious vocation. this, along with a corporate culture based on christian 
values, leads the staff to give a new more transcendent meaning to the vision,
which increases its inspirational potential: 
the Adventist church has certain beliefs and values. For example, health
is very important to us. A healthy lifestyle is not only (a matter of) educa-
tion. if you are healthy, you have to prevent disease and keep your body in
good health because our body is a temple of the holy Spirit, and this is
going to help you all your life. the idea is that you eat properly, eat foods
as natural as possible, try to take care of your body, and exercise. So, if the
company belongs to the church and there is some knowledge about
healthy lifestyle, we, as a company, want to contribute to this. if god has
given certain guidelines for people to live well, they must be applied.
(interview 8) 
Another reason that explains the high level of staff commitment to the corpo-
rate vision is the process of how it came about. interviews reveal that the vision
arose from a collective exercise involving all the staff. According to the inter-
views, the WhOLEgrAiN vision has inspired employees to exert themselves in
establishing a greater agreement between what they believe and what they do.
this is reflected in a healthier lifestyle, better social relationships, and greater
care with their use of time and money: 
trust, clarity, a very honest and clear way of doing business. People
believing from the start, and always believing. People trusting us. that is
worth more than any high price. i liked that the manager got authorization
to add the Adventist church logotype because that is what we are.
(interview 1) 
Hope or Faith. interviews reveal that the religious calling of the company is a
predictor of hope or faith. the interviewees expressed that they felt motivated
by the sense of transcendence which the religious calling lends to the corporate
vision. this motivation generates a degree of commitment which exceeds the
contractual sphere because it is assumed in the spiritual sphere. By participat-
ing in a transcendent vision, employees develop a sense of purpose.
Another element that strengthens hope or faith is the supernatural; the inter-
views revealed that employees consider the company to be a product of god’s
will. therefore, if the company fulfills its essential purpose, that is, the purpose
L O R E N A  M A R T I N E Z  S O T O
THE JOURNAL OF APPLIED CHRISTIAN LEADERSHIP PAGE  39
39
et al.: Complete Issue
Published by Digital Commons @ Andrews University, 2019
for which the company was created, god will resolve any problem that arises. in
this regard, thinking that one is a part of a company that is guided by god rein-
forces the trust in the fulfilment of the vision and the company’s success regard-
less of the circumstance: 
it is a commitment. i always work thinking that what i’m doing is not done
for men but for god. it generates greater responsibility, dedication, and
care, and i have experienced how god has guided us. there have been
many times when we didn’t have enough resources to cover all our costs
and expenses, but the Lord has never abandoned us. When we least
expect it, we see the solution and the miracle. (interview 2) 
Altruistic Love. it was found that WhOLEgrAiN implemented a corporate 
culture based on christian values called “WhOLEgrAiN culture” since 2012. 
its implementation includes choosing a new value every month. this value is
socialized in work activities dedicated exclusively to reflection, collective
prayer, and exchange of spiritual experiences that reinforce faith and confi-
dence in the fulfilment of the Bible’s promises: 
Every month we have a value that is everywhere: on the website, comput-
ers, walls, and everything else. reaching people with our products, with
quality, loyalty, punctuality, and honesty. these values are our philosoph-
ical underpinnings and foundation. they remind us how we should
achieve the vision; they refer us to the transcendent purposes of the vision.
(interview 2) 
the interviews revealed that this corporate culture based on spiritual values
has made much progress towards the construction of a common ethical frame-
work in which individual and organizational values come together. this
becomes a collective identity that motivates employees to keep the structure 
of values with which they identify and to support consistent actions with these
values: 
What we seek with the principles we have in the church is to perform the
vision properly. For example, i wouldn’t think of putting a product on the
market that reads 480 gr., when it only weighs 460 gr. the product must
be exactly what the product characteristics say it is. the influence of the
church compels us to work honestly. (interview 2)
in contrast to traditional approaches of transactional, transformational, and
charismatic leadership that focus on the leader’s abilities, skills, and knowl-
edge, Fry understands leadership as a process of social influence in which the
entire team participates in holding the spiritual environment of the organiza-
tion. the findings reveal that in WhOLEgrAiN there a spiritual environment
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exists, that is guided and supported by the cEO. in this case, what Fry (2003)
postulates about the existence of a leadership environment is only partially true
because, although the managerial staff provides support in their  area of influ-
ence, employees do not perceive spiritual leadership as a collective process:
he (the manager) has a worship service every Monday with sales agents
and does his work. the work involves promoting a value in WhOLEgrAiN
every month. this month we are working on the value of prudence. it has
very good subjects. People are reminded, everywhere there are posters.
that part works. (interview 1) 
Who promotes the subject of spirituality, vision, and goals? Of course, the
manager. Don't you notice this from the other areas or managerial staff?
No, it is all about what the manager says. (interview 9) 
Stage 2. Well-Being: Calling and Membership
According to Fry (2003), the stage defined in the model as “spiritual well-
being” emerges from the satisfaction of two spiritual needs: calling and mem-
bership. calling refers to the sense of call related to the altruistic service offered
from what it is and what is done regarding helping others from what is known.
Membership is related to the necessity of being part of something and feeling
accepted and valued by that community. in accordance with Fry, if the compa-
ny provides a proper environment for meeting the calling and membership
needs, it creates a sense of purpose that strengthens intrinsic motivation and
leads employees to strive to achieve organizational goals. here are the most
important findings about the “spiritual well-being”:
Calling. in WhOLEgrAiN, community service activities are meant as a chance
to teach, change habits, influence, and help others. For that matter, evidence
was found that employees not only participate in activities organized by the
company, but some of these activities are promoted by the employees them-
selves as they perceive these activities as an opportunity to strengthen team
unity and reinforce the practice of values such as unity, friendship, cama-
raderie, generosity, and service to others. these actions not only allow for a
sense of calling to develop, they also contribute to creating and supporting 
an environment of spiritual well-being: 
Service to others outside of work was an opportunity for us all to be unit-
ed. Maybe the purpose of sales agents was only to go and deliver bread to
street people without thinking that Adventists and non-Adventists might
unite, but as others heard about this, they began to join in. Sales agents
have meetings every morning. in fact, they were the first to give their own
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money for this activity. (interview 2) 
Another aspect, according to the theory of spiritual leadership, that is part of
calling is that people expect to have the possibility of finding an interesting and
meaningful job that allows them to learn, develop, and have a sense of exper-
tise and competence. it was found that some interviewed individuals feel
restricted, due to fact that the company currently does not have a training pro-
gram for the staff nor do they allocate resources for new projects or programs for
staff training. When asked for the reasons, people said that the company was in
a difficult financial situation. they appeared understanding and were prepared
to postpone their expectations. however, analyzing the interviews, it becomes
noticeable that in the medium term this could be a constraining factor for
employee motivation as they feel that their job does not offer them the chance
for learning and developing themselves professionally: 
there are times when i feel stagnant because there are no resources for
doing many things that i want, that issue is limiting, but, on the other
hand, there are a lot of things to improve, there is always something differ-
ent to do. (interview 8) 
Membership. the second element of spiritual well-being is “membership.”
inquiring about this aspect, it was found that some years ago WhOLEgrAiN
was characterized by having difficult labor relations, and communication
between managers, employees, and departments was tense. this damaged rela-
tions and decreased employee motivation and commitment to the company.
currently, employees state that the corporate culture based on spiritual values
has allowed them to regain trust and improve relationships. the daily practice
of collective prayer and meditation has helped them to draw closer to each other
on a personal and family level, which has allowed them to experience positive
relationships with coworkers and participate in an environment of connection
and friendship. 
Additionally, it was found that social service activities developed inside the
work environment are a space where the bond among employees is strength-
ened, since these kind of activities are a source of satisfaction of spiritual needs.
they channel calling by means of selfless service and assistance to others and
strengthen the sense of calling by providing the opportunity for one to live a life
integrated to a group. that has a transcendent purpose: 
i have a lot of to do with clients since i was in the Quality Department.
Now i'm in the Production Department. they still call me and ask me; they
say, a lot of people are avid for knowing what to do to be healthier; that is
something i like a lot. if i can do something for someone, that motivates
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me to teach them, explain to them about their questions. there are many
that say: “i only consume WhOLEgrAiN because it is what helps my
health”, those things also motivate me a lot. i'm doing something produc-
tive for humanity. (interview 8) 
Stage 3: Organizational Outcomes: Knowledge Creation,
Knowledge Sharing, and Knowledge Reuse 
in accordance with Fry, the stage defined as “organizational outcomes” rises
up naturally as a consequence of the two previous stages. Organizational out-
comes reflect the benefits that the organization obtains after implementing the
initial stages. the goal of this research is to determine whether the previous
stages succeeded in influencing the company’s processes of knowledge 
management.
here are most important findings:
Knowledge Creation. research shows that most of the SMEs do not create
knowledge, but acquire and adapt knowledge to their needs because of the
scarcity of economic resources. this limitation implies negotiating the acquisi-
tion of strategic resources and services on which its own activities depend
(teece, 1988; Vangen et al., 2005; hutchinson & Quintas, 2008). in WhOLE-
grAiN, the recent projects for developing new products have relied on the 
procurement and adaptation of existing knowledge through purchases from or
donations by allied companies. 
interviews disclose that in WhOLEgrAiN there is a favorable condition for
knowledge creation, since the certainty that the company is guided by god, the
commitment of employees, and low employee turnover create an environment
of cooperation and generation of ideas. however, it was noted that the econom-
ic factor is the biggest limitation for the creation or acquisition of knowledge.
interviews revealed that due to the company’s precarious situation, the cEO
restricts investment in research and development projects and focuses on sur-
vival. Another aspect which arose from interviews is that some staff members
consider the absence of a supportive attitude toward new products initiatives 
as the real limitation for knowledge creation: 
We recently started a new project. this project is hardly new actually, as 
it had been suggested to the boss, many years ago.  When it was initially
suggested the boss’s reply was: “yes, that’s a great idea but let us do it
sometime in the future’. it took years to get this project started. i under-
stand that projects require money, but i don’t know if it is all about
money, or the leadership just don’t want to do it . . . . the process of enter-
ing new products into the company is very slow. i mean, there is no cul-
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ture of acceptance of new ideas, of wanting to innovate all the time.
(interview 3) 
According to the interviews, the absence of a culture of innovation is reflect-
ed on a lack of budget allocation for these activities, slowness, and centraliza-
tion of decisions related to new projects, a lack of technical processes accompa-
nying the development of initiatives from their incubation to their launch, and
lack of incentives to promote and reward new ideas. 
Knowledge Sharing. the interviews show that one of the most important con-
tributions of WhOLEgrAiN’s organizational culture based on its christian val-
ues is the building of staff trust. Moments of reflection and prayer stimulate the
sense of membership and strengthen relationships. they also create an environ-
ment in which spiritual values such as harmony, forgiveness, and acceptance
are exercised. good relationships among employees have achieved greater inter-
action, better work environment, and greater willingness to cooperate and share
ideas which have made the training processes easier among former and new
employees. they also fostered communication by creating safe spaces to resolve
problems, to generate new ideas for improving processes, the implementation of
small innovations, and enhancement of working positions through staff initia-
tive. All of these aspects could be considered activities inherent to the processes
of organizational knowledge:
Of course, when we see the same value every day, it influences all of us
indirectly. Besides, it allows us to have more interaction, since we were so
distant. however, a bond of trust was built, and now we are not work-
mates, but friends. (interview 5) 
Knowledge Reuse. Finally, it was found that knowledge reuse is made by
direct interaction among employees who, based on experience, create and mod-
ify processes in a quick and flexible way because there are no established pro-
cesses for knowledge transformation from tacit to explicit. People share tacit
knowledge, since the company does not have practices for collecting and trans-
forming this information into explicit knowledge. the creation and modification
of the processes are made easier due to the seniority, experience, and ability of
employees who knew and understood key business processes, and solutions for
improving processes of one department in relation to other departments.
Aspects like familiarity among employees, experience, and low staff turnover
makes employees a valuable source of tacit knowledge:
head of the Department of information Systems: i saw that the Payroll
Department calculated a seller’s commission only at the end of the month.
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i talked to the heads of the Payroll Department and Sales Department so
that the commission would be calculated as soon as a sale was made. this
way, sales agents don’t have to wait until the end of each month to know
their commission, and they can feel stimulated to sell more. (interview 5)
in addition, it was found that in WhOLEgrAiN, technological devices such
as computers were used for managing operational processes like sales, invento-
ry, and storing historical data by departments, but not used as a mechanism for
information storage for later analysis and reuse. Even though the data stored in
these devices could be freely accessed, it was not used, since its relevance and
usefulness was unknown. 
Moreover, it was found that the employees themselves were responsible for
making the decision about what kind of data was stored, how long, and with
whom it was shared with. there was no a formal policy on information storage
and analysis for the sake of improving processes or making decisions. that
probably happened because the company is unaware of the knowledge poten-
tial such information has to it and how it to best utilize it. 
We have common files on the server where i have my folder and keep
everything. i have schedules, supplier lists, information about replace-
ment parts, prices, where i can get something, how long ago it was
bought. that is my information. the sales department has its own folder
and information. i don't use sales information because even though i can,
i’m not going to understand anything. the same happens to them and my
folder. (interview 3) 
Discussion and Conclusions 
the purpose of this research was to establish the influence of spiritual leader-
ship on knowledge processes by means of the application of the spiritual leader-
ship model, proposed by Louis Fry, to WhOLEgrAiN, a medium-sized compa-
ny. At this stage, two questions need to be considered.
First, how applicable was Fry’s spiritual leadership model to WhOLEgrAiN’s
organizational reality? the results of the study indicate that the model is rele-
vant to WhOLEgrAiN’s organizational reality. therefore, this model can be con-
sidered as an operationalization strategy of workplace spirituality. the signifi-
cance of religion in the validation of the model is one of the most important
findings of this study. Fry allows organizations to feel free to choose their refer-
ences on which to base their own spirituality. however, by analyzing his writ-
ings, it is possible to demonstrate the repeated use of religious concepts and
texts from the Bible to explain his categories.  
this connection between Fry’s model and religion highlights the theological
sense underlying his model. in accordance with what was observed at the com-
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pany, the spiritual leadership model points to a spiritual transformation that
happens when people live a religious experience at the organizational level. in
this case, the company is an organization with an obvious religious vocation,
hence religion is directly and significantly linked to spirituality. religious
beliefs are the source of its principles and values, nourishing the spiritual 
experience of its people and of the entire organization, over which it is possible
develop a successful spiritual leadership. 
Osman, gani, hashim, and ismail (2012) define religion as an organized 
system of beliefs, practices, rituals, and symbols designed to facilitate proximity
to the sacred and transcendent, and to foster the mutual responsibility of every-
one living in community. At the same time, they specify that spirituality is the
personal search to find answers regarding life’s most fundamental questions.
in this case, the findings revealed that at the studied company, the spirituali-
ty and religion constructs are related, due to the fact that the Seventh-day
Adventist church provides a complete system of principles, values, and beliefs
directing the SMEs’ corporate culture and influencing the channels through
which spirituality was built which provided meaning  to the personal and pro-
fessional life of employees. 
this conditioning of the spiritual to the religious has had deep implications
in the behavior of individuals at the company. Since religious principles influ-
ence actions, perceptions, personal decisions, and increase the employee’s
morale and productivity, these elements have an impact on organizational out-
comes (connolly & Myers, 2003; giacalone & Jurkiewicz, 2003; Mccarty, 2007;
Vasconcelos, 2009). 
the second question asks whether the initial stages of the model (spiritual
leadership: vision, hope or faith, altruistic love and wellbeing, calling, and mem-
bership) were able to have an impact on the third, namely,  organizational out-
comes. this third stage is composed of the processes of creation, sharing, and
reuse of knowledge. indeed, this study showed that stages one and two of the
model did create a favorable condition for the company’s processes of knowledge
management. this allows for the conclusion that spiritual leadership may be
considered a strategy for leading processes of organizational knowledge.
however, it should be noted that the company’s poor awareness about knowl-
edge processes was a limiting condition for managing these. the company is
unaware of how to use knowledge as a strategic resource for developing new
products that enhance the productivity and competitiveness of the company. 
One of the favorable conditions for the processes of knowledge management
turned out to be the corporate culture that brings principles and beliefs of the
employees together with the company’s beliefs and religious values. this align-
ment unifies the collective and individual identity, and fosters a proper work
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environment that generates actions directed to the processes of creation, shar-
ing, and reuse of knowledge. Many descriptive researchers have identified cul-
ture as a significant catalyst or a major obstacle to creating and sharing knowl-
edge. A favorable organizational culture of knowledge is one of the most impor-
tant conditions for achieving success in initiatives of organizational knowledge
management.
Knowledge Creation
two restricting aspects of WhOLEgrAiN’s knowledge creation were the
absorptive capacity of new ideas from the market and the ability to translate
them into new products. Dou and Dou (1999) state that when an SMEs’ informa-
tion environment is poor, demonstrated by the company’s quality of the sources
and information, managers remain isolated and innovation is scarce. this state-
ment was confirmed by the observed reality, since it is showed that the lack of
external information sources (trainings, travels, events, participation in guilds)
and the restricted capacity to manage internal resources and ideas generated lit-
tle creativity for knowledge creation resulting in concrete products. cohen and
Levinthal define this ability as the firm’s absorptive capacity (1990). 
A second aspect considered as limiting knowledge creation is that employees
do not perceive an attitude of interest and commitment from management to the
knowledge processes. researchers point out that this situation is potentially dam-
aging to the organization, since management has a key role to resolve what kind
of resources should be allocated and how long employees are allowed to carry out
knowledge management activities (Singh, 2008; Durst & Edvardsson, 2012).
Knowledge Sharing
ragab and Arisha (2013) state that organizational culture has been identified
as a key determinant of knowledge of management’s success or failure. the
analysis of the process of knowledge sharing in WhOLEgrAiN identified that
corporate culture based on christian values is a favorable condition for social-
ization, creation of collective identity, and building of trust among employees.
Davenport and Prusak (1998) argued that this is achieved because culture
becomes a catalyst in fostering an environment whose values encourage the
employees to share, interact, communicate, cooperate, and more. 
the consistency between values, rules, and practices at WhOLEgrAiN has
created a collective identity that reinforces the interaction among workers,
strengthens the bond with stakeholder support groups, and establishes a com-
mon ethical framework for making decisions. this finding is consistent with
hamdan and Damirchi (2011), who suggest that environments with high levels 
of trust and social interaction, in terms of frequency of approaches and 
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communication, foster knowledge sharing and flow of resources. 
A limiting aspect for knowledge sharing is that operational activities requir-
ing teamwork, process improvement, and decision-making processes are affect-
ed by failures of communication. Employees argue that although management
has made efforts for promoting spaces that allow interaction among depart-
ments, those are not enough, but are focused on routine issues like vacation
approval, contract renewal, and more. Frustration is caused by a lack of space
for discussion and attempting to solve every department’s critical problems; this
weakens the interest in cooperating, creates an attitude of indifference, delays
the process improvement, and discourages the sense of team. 
Wee and chua (2013) state that organizations in which there are few interac-
tions, regular working meetings, and management discussions restrict the knowl-
edge of functions, responsibilities, and processes among departments, and at the
same time, reduce chances for management and employees to propose opera-
tional solutions and collaborative initiatives contributing to process improvement. 
Knowledge Reuse
the last knowledge process that this research analyzed was knowledge reuse.
this study found that the company was unaware of the importance of managing
knowledge processes and has not developed deliberate actions allowing it to
benefit from organizational knowledge in order to increase its competitiveness.
this finding is consistent with hutchinson and Quintas’ (2008) ideas, which
indicate that SMEs tend to develop informal processes of knowledge, under-
stood as those practices that are not labeled or constituted in terms and con-
cepts of knowledge management.
One of the reasons associated with informality is job stability. Employees are a
valuable source of tacit knowledge, obtained by years of experience. this condi-
tion makes them information providers for the control and monitoring systems of
administrative management and production processes (quality management sys-
tem). Notwithstanding, this strength is not being exploited by the company, since
it has left this pool of tacit knowledge residing in employee expertise unused. the
company doesn’t seem to understand or know how to manage the benefits provid-
ed by this transformation of tacit knowledge into explicit knowledge. 
therefore, this study concludes that the influence of religion and spirituality is
important in order to create a proper corporate culture for bringing together indi-
vidual and organizational interests. in this regard, this research validates Fry’s
theory of spiritual leadership as a conceptual tool for the practice of spirituality
at the workplace. Nonetheless, at the studied company, the conditions allowing
the development of strategies for the management of knowledge processes are
incipient, which significantly weakens the impact of spiritual leadership. 
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ERICH BAUMGARTNER AND ANDRES FLORES
CREATING A SPIRITUAL LEARNING
SPACE: THE CHANGING LEADERSHIP
ROLES IN THE LIFE CYCLE OF A
CHURCH PLANT
Abstract: the role of a church planter is multifaceted and unique. church
planters and their teams venture out as faith entrepreneurs in obedience to
christ’s commission to share the gospel in every community. they have to
experiment with creative ministry approaches in a particular context. then, 
as they find methods which meet the needs of people in that community con-
text, experimenting gives way to more predictable ministry structures. church
growth requires constant fine-tuning of leadership roles to deal with new 
challenges and growth pains, calling often for new skill sets that the original
church planter may not possess. thus, as church planters have to steer a path
between creative vitality and routinized programming, they are faced with
multiple demands to adapt their leadership to new circumstances. 
this study tracks the transformation of a successful chicago church plant 
in its first five years from an experimental ministry laboratory to a mature and
effective ministry community. it also describes the related leadership role
changes of the original church planting pastor and his team at EPic church 
in chicago. As EPic church celebrated its fifth anniversary, it launched its 
second campus at the end of October 2017.
Keywords: entrepreneurial leadership, church plant, organizational life cycle
The Vision
When Andres Flores drove up to the conference building that housed the
headquarters of his denomination, he wondered how his dream to plant a 
multicultural congregation in the heart of chicago would come together. After 
a few minutes of cordial small talk, he came right to the heart of his question:
how will the conference support this venture in new church planting? 
Andres had recently finished his coursework for the Master of Divinity degree
at the Seventh-day Adventist theological Seminary in Berrien Springs,
Erich Baumgartner, Ph.D., is the Director of the Ph.D. in Leadership program at Andrews University. he is also
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Michigan. After weighing several options for ministry he started to dream about
a new type of urban church right in the center of the city of chicago. he, an
inspiring preacher, and his wife, a professional musician, had been a
formidable team when ministering to second-generation Latino young adults.
What would happen if that youthful energy was harnessed into venturing out
for god through church planting? After talking with some church leaders, he
had been encouraged to pursue this dream vigorously. So here he was, just
weeks after the birth of his first daughter, resettled into the chicago area, ready
to get started. But how and where and with what resources? this is where the
role of the conference comes in. in a connectional system like the Adventist
denominational structure, the support of the conference office is crucial. 
“Andres,” came the reply, “We do support you. We pay your salary and we
will back the development of the congregation. But you have the most impor-
tant element to get started right in your own hand: the attractiveness of the
vision.” this was not the answer he had expected, but it turned out to be crucial
advice that put Andres on the right path. church planting, like any new enter-
prise, starts with a vision that becomes a catalyst to do something new for god. 
to venture out on the basis of a dream without any concrete direction felt, at
first, a bit disorienting. But there was no going back. So he turned to a small
group of co-conspirators who had been attracted to the vision for the new
church. together they designed a series of four open-house events to draw
attention to the project and recruit a core team. they began to run announce-
ments of the events in local Adventist churches and to pass out flyers in the
community and on street corners. rather than bringing people to a building,
they invited them to a rooftop, store-front, theater, and school, all places famil-
iar to the community. the events were to appeal not only to young adults from
the church, but also to members of the community. these open-house meetings
gave people a foretaste of the new church and an opportunity to join the team. 
the results of the open-house meetings were amazing and energizing as peo-
ple began to spread the news in their social circles and bring their friends: first a
few dozen, but soon over 200. Each open house event brought a few more peo-
ple willing to commit to being part of the launching team. in these intense con-
versations about what the new church should look like, the vision of a multicul-
tural, multigenerational church emerged. they would name it EPic. As they
looked for a facility that would be suitable for their new venture they settled on
Pritzkel School in the heart of chicago, where they started EPic church on
October 20, 2012. 
Church Planting and Leadership
thus started the journey of EPic church and Andres Flores as a church
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planter. it is a journey that has been lived in one form or another since christ
commissioned his disciples to go into all the world to spread the good News
about god’s love. But as exciting as the apostolic task may be, success is not
assured. Ever since two of the earliest church planters had a “sharp disagree-
ment” over the qualifications of a missionary that split the team (Acts 15:39-40),
church planting has been a calling to leadership that is fraught with peril. 
New churches are as diverse as the people who plant them. yet, the growth
trajectory of a church plant tends to go through predictable life cycle stages:
inception, birth, adolescence, maturity, old age, and even death (Moberg, 1999).
Each of these phases is characterized by different challenges and needs that
require different leadership responses (Adizes, 1999; 2007, pp. 21-32). thus
church planters are confronted with the reality that their leadership role
changes over time. As the church plant grows, the skill set of the founding lead-
er may get overwhelmed by problems that demand different strengths than
those required for its launch. While church planting books often describe the
changing role of the church planter, few studies have documented the actual
roles of a church planter accompanying the growth of a church plant. this study
describes the changing leadership roles the church planter experienced at EPic,
from its inception to its fifth birthday, when it gave birth to a new church, thus
achieving one of the signs of adulthood.
Tracking Organizational Life Cycle Roles
Organizations have life cycles. they are born, grow good at what they are
doing till times change, and they begin to fade away. One of the most prominent
models of the organizational life cycle comes from Adizes (1999), author of the
book Managing Corporate Lifecycles. he describes three major phases: (1) initial
growing stages encompassing courtship, infancy, go-go, and adolescence; (2)
the prime stages with several subphases including “the Fall;” and (3) the aging
stages of aristocracy, Salem city, bureaucracy, and death that can only be
avoided if the organization find ways to adapt to constantly changing contextu-
al realities. For a long time, many business writers and literature on church
planting have shared the conviction that the initial startup of any enterprise
requires a high dose of entrepreneurship (Mcclelland, 1965; Schumpeter, 1939).
But researchers have also noticed that while the energy and personality of an
entrepreneur is a crucial ingredient of successful startups, that same personality
can also become a problem that has brought many enterprises down
(Brockhaus & horwitz, 2002; Kets de Vries, 1985). Kets de Vries (1985) describes
“the dark side of entrepreneurship” when he claims that some entrepreneurial
personalities have a hard time fitting into a typical organization because they
are “misfits who need to create their own environment” (p. 162). thus, as the
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organization grows, major tensions should be expected.
What does that mean for this study? First, this study was designed to look 
for these tensions and document the leadership roles of the founding pastor-
entrepreneur during the first five years of the church plant as it grew from a 
new plant to a mature congregation recognized by the Seventh-day Adventist
denomination. Second, in the Adventist denomination, new church plants are
usually spawned by a mother church and organized as a company until they
have grown in membership and financial strength to become a duly recognized
church. the Seventh-day Adventist Church Manual leaves no doubt that becom-
ing a “normal” church comes with a host of expectations that regulate the typi-
cal internal church life and structures. these structures often differ from the
more flexible forms of church life developed and valued by the new church
plant as they experiment with new ways to reach the people in their communi-
ty. the present study was designed to explore how the new church plant navi-
gated these expectations to conform to traditional church practices.
A review of the short history of EPic church revealed several phases that
seemed to require different ways to lead. in the prenatal phase, which Adizes
(1999) calls the courtship phase (pp. 21-32), church planters are entrepreneurs
that attract people through their vision. in order to become a viable church
plant they have to find ways to attract people and turn them into responsible
followers of Jesus christ. in this phase, the evangelistic role of the leader grows
prominent as the church plant seeks to attract new members. if the church is
able to keep up the momentum, the founding pastor soon sees the need to train
leaders to head different ministries to support the members in their christian
journey. the roles thus described move from visionary entrepreneur to creative
evangelist and teacher, and finally leader developer to consolidate growth. As 
i interviewed Andres Flores, i saw many of my early hunches confirmed, yet
there were also some surprising twists i had not expected.
Vision Caster and Recruiter/Entrepreneur
the early experiences of Andres as a church planter demanded incredible
determination and initiative to connect people with the vision. the role of 
a church planter differs from that of a typical pastor of already established
churches. church planters are faith entrepreneurs, willing to venture into some-
thing new, and possibly fail. they don’t know how the dream will work out. 
But they have a sense of calling that carries them forward and that is infectious.
Very early, Andres was joined by a small group of people excited to be involved
in the new venture. For them the experimental nature of the journey designed 
to reach the people in the community was an exciting adventure with god.
Designing the open-house events gave them an opportunity to recruit their own
55
et al.: Complete Issue
Published by Digital Commons @ Andrews University, 2019
friends into the venture. On October 20, 2012 when they saw 157 in attendance,
they were excited and hopeful. EPic had started with a bang and they were on
the road to something good. 
Attracting a crowd soon turned out to be the easy part. Developing a community
of committed members structured for continuous growth turned out to be difficult.
in fact, for weeks they experienced a decline in attendance they had not expected
and that created contentious discussions they had never before experienced. What
was happening? Why did people not continue to come and join something so
good? the glitter of newness soon gave way to some basic realities that led them to
change worship venues and move into the fabled Den theater in Wicker Park. 
there the atmosphere changed. the place was more welcoming. Attendance
became more stable. it was here that they asked serious questions about the
type of people they were trying to reach. At the time, the average age of atten-
dees was about 27. But they sensed that beyond focusing on reaching urban 
millennials they wanted to be open for all generations. this conversation 
prepared the way for also attracting families with children and teenagers. 
Most of the programming revolved around worship and Bible conversations,
called Sabbath School in traditional Adventist churches. Since they met in a 
theater, that conversation took place near a bar, which is a typical place
unchurched people meet other people. it turned out to be an environment in
which many visitors felt comfortable. A tender moment came when a bartender
who had been listening to the inspirational messages started to participate in
the conversations. One day she confessed that she had been thinking about
going back to church for some time, and now god had brought the church to
her. that church was EPic. 
For Andres, this was one of those moments that helped them see the value 
of community for discipleship and outreach. For some time, he had been con-
cerned that their small groups tended to be insider fellowships that would meet
for hours. the problem was that these groups tended to absorb a lot of energy
without ever reaching out to unchurched community people. it soon became
clear to the leadership team that if EPic were to grow, a more serious conversa-
tion was needed around what the church was all about. the open-house events
had brought church and community people who were eager to check out the
new initiative and hang out with friends. What was needed now was a commit-
ment to a deeper journey for the purpose of discipleship. 
Not everybody in the audience and even in the core team was ready to buy 
into that new truth. the dwindling attendance of the first few weeks had been a
painful reality. For Andres, it required taking on a new role. the church not only
needed a chief vision caster and recruiter. EPic now needed a leader able to foster
a dialogue about the core mission and its implications for how they did church.
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Mission Educator and Course Corrector
For Andres, this time of dialogue was also a time of correcting course. this 
was a role that he had not expected. he knew that many in the congregation 
had been drawn to the welcoming culture they had developed. But how was he
to transition people into buying into a discipleship culture that asks for a com-
mitment in time and resources? it was a role that meant clarifying issues, dia-
loguing, and also disappointing some. he started with the governing team where
he faced serious questions about what kind of church they wanted to be. Leading
that team Andres had to learn that at each stage of the church plant’s life cycle
the leadership role of a church planter has to adapt to the challenges at hand. in
the process he had to be willing to deal with ambiguous situations, help the team
to deal with the challenge they were facing, while learning in conversation with
those he led and listening to that which god was calling them.
Managing Expectations
in the face of the initial dwindling attendance, Andres felt a bit in a pressure
cooker with the heat rising. Now that they were an official company of believers,
pressure came from several corners. there were those who came from tradition-
al Adventist churches who had a rather predictable Bible school and worship
pattern. this pattern is governed by what Adventists call the Church Manual. it
contains guidelines about what an organized Adventist congregation looks like
and which are followed with some cultural adaptations around the world. the
value of such a manual for church planters is that they can connect to a system
of established configurations of activity and resources.
the potential friction point comes with those who consider the Church Manual
the legal contract for a franchise which does not tolerate creative variation. Such
attitudes make it hard to relate to millennials, who have been called the most
entrepreneurial generation in history (irving, 2016; Waldorf, 2017). it is also a
generation which holds against the church that it is (1) “intolerant of doubt,” (2)
“elitist in its relationships,” (3) “anti-science in its beliefs,” (4)” overprotective of
its members,” (5) “shallow in its teachings,” and (6) “repressive of differences”
(Jenkin & Martin, 2014, p. 96). yet the leadership team of EPic sensed that its
core vision of the pursuit of discipleship called for a form of church that put its
activities and events into the service of discipleship. this vision had been estab-
lished with the desire to create an environment where anybody could explore
their quest for a meaningful life and a faith that wrestled openly with the ques-
tions. how could EPic become such an environment where young adults would
experience the thrill of becoming committed disciples of the Lord Jesus? this was
not just a rhetorical question for the EPic team. it turned out to be the crucial
axis around which the real life of the church began to turn.
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The Power of Metaphor
in this search for ways to make discipleship central in EPic, the first chal-
lenge was to find a metaphor that would speak to this generation about what
discipleship means today. interestingly, the church team soon found this
metaphor in the story of the Karate Kid. this 1980s movie features a badly
harassed boy, Daniel, who is rescued by a caretaker, Mr. Miyagi, from a group 
of bullies. Mr. Miyagi soon takes an interest in the boy and teaches him not 
only karate, but the art of life. could discipleship be depicted as an “art of
life,” centering around how to follow the Master Jesus christ? 
As the leadership team explored the implications of the metaphor, they had
to wrestle with the role of leaders in the discipleship process as disciple-
shapers. they launched the hajime discipleship training in the last month of
their first year of existence. Hajime, the Japanese word for beginning, is used
in the traditional Japanese martial arts like karate as a verbal command to
“begin” (Wikipedia contributors, 2018). Hajime communicated to those
attending EPic church that in order to become a christian, there needs to be
training to become a Daniel yielding to the discipline of a Mr. Miyagi, their
metaphor for disciple-building christian leaders. But as in the Karate Kid, dis-
cipleship aims at making every disciple of Jesus also a disciple maker. 
Moreover, the leadership team soon decided to adapt the key structures of
the church to the new vision. Discipleship training replaced the vague fellow-
ship focus of the small groups who were now discussing how to be a christian
in everyday life and how to use their own experience as a basis to share their
faith to invite others to become part of the journey of discipleship. the small
groups, also supported by the Sabbath morning sermon, started flourishing
under the new emphasis. Just as Mr. Miyagi, the karate master who was
investing himself into Daniel, leadership was now redefined as finding “sons”
and “daughters” in order to cultivate them as disciples destined to become
disciple makers. As people caught the vision new language developed that
made sense only to those guided by the new vision: “hey, Andres, god gave
me a Daniel-daughter (or a Daniel-son) to invite to our group.” 
A month after the launch of the hajime Discipleship training, on the first
anniversary of EPic, Andres Flores, its founding pastor, was ordained as a
Seventh-day Adventist minister. Looking back, Andres feels that this realign-
ment of expectations and leadership commitments led ultimately to ministry
structures that became the vehicles to attract new members. this discipleship
vision became also enshrined in the official mission statement of EPic which
reads “Disciples Making Disciples.”
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System Designer and Culture Developer
As Andres developed the hajime discipleship vision through sermons and the
intentional training of his leadership team, his team became intentional disciple
makers. through this process and the implementation of small groups, an addi-
tional leadership role of church planters began to surface: the church planter as
a systems designer, shaping the organizational culture of the church plant.
Ideas Have Consequences
When the leadership team began to embrace the vision of the hajime disciple-
ship model, it soon had structural system consequences. First, it redefined the
role of church leaders to embrace their role as trainers responsible for cultivat-
ing disciple makers who can self-reproduce. Second, it made the small group
the crucial matrix for growing discipleship makers. third, it underlined the
importance of supporting intention with structural reform. Fourth, it turned the
discipleship process into a leadership development process. Fifth, it led them to
see the need to make the central church programs serve the new vision. 
For example: the traditional Bible school program called Sabbath School in
traditional Adventist congregations soon became “Discipleship conversations.”
these conversations focus on issues of vital importance to the daily walk of
emerging disciples. the traditional church board became a board of ministry
leaders fostering accountability to the mission of the church. the sermon sup-
ports what is going on in the small groups. thus being a member of EPic church
became something precious. And each part of the structure served and rein-
forced the new vision. One of the positive results of this consistent emphasis on
discipleship was the steady growth in attendance and a more solid commitment
to the church’s mission among those attending.
Systems Shape Behaviors
in this phase, the church was no longer just experimenting with new ways to be 
church, but designing a system that could faithfully embody and transmit its
values. Once the leadership team had first-hand experience in being discipled
by the pastor and in winning and training new disciples, EPic’s model became
reproducible. they now knew the processes that had been shown to be effective
in living out the mission of the church. More importantly, they had found a way
to honor the Church Manual in spirit while developing their own “system” of
structures that put the typical SDA structures into the service of the central
vision and mission of EPic: 
● the traditional Adventist Sabbath School was intentionally restructured as 
discipleship training.
● the church board became a Ministry council.
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● the church developed a culture of small groups that focuses on discipleship, 
developing maturity that leads to reproduction.
● Ministry leaders were now expected to mentor emerging leaders.
Reflections
My conversations with Andres about the history of EPic were very produc-
tive. they revealed an amazing array of issues that need to be addressed by
church planters, even as they journey with their congregation. One issue was
the importance of collaboration as a mode of leading. Another was the crucial
role of evaluating what was happening on the ground floor to the balcony
(heifetz & Laurie, 1997). A larger perspective was necessary to make sense of
what was happening or not happening in the day-to-day operations of the
church. But ultimately, the church planter had to be willing to step in to help
the leadership team and congregation decide what was most important to
them, what they were willing to give up in order to build the new community,
and then to put the structures in place that would enable the congregation to
become in reality what they had intended to be in principle. 
Support for Creative Deviants
the story of EPic as a multicultural, non-traditional church plant reaching
urban millennials in chicago challenges traditional Seventh-day Adventist
expectations of what it means to be a church. While it was expected that in
the early phases the church planter had to be an entrepreneur, traditional
expectations do not expect the church planter to be a system re-designer. to
the contrary, in the mind of traditional Adventists, the shape of the church is
already spelled out in the Church Manual. What we have not recognized
enough is that many faith-entrepreneurs use their need for independence to
create something new that may not easily fit traditional expectations. thus,
many new church planting efforts have failed because they could not find
support for innovation and creativity. Sometimes, new approaches are labeled
“congregational,” insinuating that any deviance from accepted practice is
contrary to the character and mission of the denomination. Fortunately, in the
case of EPic, both conference and union leaders actively monitored and sup-
ported the non-traditional methods and structures that emerged in the pro-
cess of giving shape to the vision of EPic: to be an intentional community that
focuses on developing mature disciples that can disciple others.  
Resisting Patterns of Rigidity
the literature on organizational life cycles recognizes the role-shift from
entrepreneur to professional manager (Adizes, 1999; Flamholtz & randle,
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2007; Mintzberg, 1984; Queen & cameron, 1983). this literature also predicts
that organizations then shift to more predictable patterns sanctioned by the
central office. But in most cases, the organizational life cycle eventually steers
towards old age and oblivion. this seems to be the stage of many traditional
congregations around the country who are now struggling to survive. Will
EPic be able to keep their life cycle in the dynamic growth stages? the fact
that they have already spawned a new congregation at the end of their fifth
year is a good early sign. 
One issue needing urgent attention is the fact that traditional denomina-
tional systems are often unprepared to deal with the unconventional ministry
patterns of church plants that are out of step with typical Adventist church
life. church plants often have to prove their orthodoxy over and over again
and justify their deviation from accepted practice to those who have a stake in
maintaining the status quo.
The Abiding Value of Entrepreneurial Leadership
Adventist institutional expectations typically see church planting as a 
pre-pastoral role in an initial entrepreneurial interim period. this study has
described a more complex role that retains entrepreneurial characteristics
even when the church has reached maturity. this role complexity is rarely rec-
ognized and needs broader discussion. it is hinted at by experts (comiskey,
2009; Logan & DeVries, 2013; Moore, 2009; Ott & Wilson, 2011; robinson,
2006; Stetzer & Bird, 2010; towns & Porter, 2003). But it may also be impor-
tant in the revitalization of congregations (roxburgh & romanuk, 2006). 
Where Do We Go From Here?
there is a need for more systematic research accompanying successful
church planting attempts. the current study focused on a young church plant
which just celebrated its fifth anniversary by launching a new campus. this
milestone indicates that it has reached initial maturity. Will it be able to buck
the trend towards fossilization and decline predicted by Moberg (1984) and
Saarinen (1986)? Only time will tell.
the role of the church planter at EPic does not conform to traditional
expectations. rather than settling into a traditional pastoral role, the founder
of EPic found it necessary to rethink and redesign traditional congregational
structures and use his influence and authority as the founding pastor to re-
educate the leadership team and the members into a new paradigm of congre-
gational life. this shift needs further documentation and exploration. have
other successful church plants followed a similar path? Do church planters in
other denominations face similar issues? What are the implications of such
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shifts for the broader outlook of the church?
We would be interested in continuing this conversation beyond this article.
Please feel free to contact us at baumgart@andrews.edu.
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SIGVE K. TONSTAD
TRANSPARENCY IN LEADERSHIP: 
THE DIVINE GOVERNANCE CHALLENGE
FROM THE APOCALYPSE
Keywords: transparent leadership, accountability, transparency
Academic approaches to revelation treat the opening word revelation
(apokalypsis; rev. 1:1) as an opportunity to discuss the literary genre of this
remarkable piece of ancient literature. Quite a few interpreters are content to
leave it at that. to my knowledge no one has attempted to explore this word as
a declaration of ideology, and much less as a statement that this book is com-
mitted to a particular form of leadership. the following, therefore, is a consid-
eration of the leadership implications of the word that gives the last book of
the Bible its title. the working hypothesis is that the book of revelation is com-
mitted to transparent leadership. this ideology is announced in the opening
word. With such a reading, revelation strikes a blow to religious, political, and
other institutions that thrive on secrecy and concealment.
Beyond the Question of Genre
Preoccupation with the genre of revelation is legitimate, bolstered in part by
force of habit and by the fact that the word apokalypsis has lent its name to the
genre of apocalyptic literature. Awareness of genre, in turn, facilitates interpre-
tation because it gives the reader a head start in terms of what to expect from
the type of work he or she is reading.1 Needless to say, such “knowledge” is
less helpful if the reader gets the question of genre wrong.
the risk of error on this point is considerable. While many features of
revelation support the notion that this is an apocalyptic book,2 it is not only
Sigve K. tonstad is professor of Biblical interpretation at Loma Linda University in california. he completed medical school
and a residency in internal medicine at Loma Linda University and a PhD in New testament studies at the University of St.
Andrews. he is the author of Saving God’s Reputation (2006), and God of Sense and Traditions of Non-Sense (2016), as well as
other books. he is married to Serena hasso tonstad, and has two grown daughters.
1E. D. hirsch defines genre as “that sense of the whole by means of which an interpreter can correctly understand any part in
its determinacy.”
2John collins and others give the following definition of the apocalyptic genre, a definition that is still widely accepted:
“‘Apocalypse’ is a genre of revelatory literature with a narrative framework, in which a revelation is mediated by an other-
worldly being to a human recipient, disclosing a transcendent reality which is both temporal, insofar as it envisages eschato-
logical salvation, and spatial insofar as it involves another, supernatural world.”
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that. Assigning it to the apocalyptic genre overlooks characteristics that align
the book closely with the genre of prophetic literature. John Wick Bowman is
correct when he says that the use of the word apokalypsis in the opening verse
of revelation has had consequences that the author “neither intended nor
foresaw.” As Morton Smith notes, we can be sure that this word was not a sig-
nifier of literary genre at the time of the writing of revelation. Elisabeth
Schüssler Fiorenza sees the opening verses of revelation in a similar light,
arguing that the author meant to write “a revelatory prophetic letter.”3
interpretations that build on generic similarities alone should therefore be
treated with caution. in comparing revelation to the non-canonical apoca-
lypses, r. h. charles insists that the superiority of John’s book “is not merely
relative but absolute.” All of the above indicates that the genre of revelation
is elusive and that the word apokalypsis is not meant to cue the reader into
the genre of literature he or she is reading.
Moving beyond the question of genre, it is likely that the author used the
word apokalypsis because it fit his message. We are thus well advised to begin
by considering the root meaning of this term.
Looking at the word itself, it is best approached through its verbal counter-
part, apo-kalyptō. this compound word consists of the verb kalyptō and the
preposition apo. Starting with kalyptō, the action envisioned is straightforward.
this verb means to “remove something from view,” to conceal, hide, or cover
the item in question. We might picture the action by imagining an item that is
placed in a chest whereupon the lid is closed. the item has now been hidden
from view. transliterating the greek word and giving it an English ending, the
item has been kalypted.
if we wish to reverse the action, we can do it by placing the preposition
apo- in front of the verb. Apo-kalyptō describes an uncovering, a removal of
the lid in order to bring the hidden item into full view. the word itself pictures
the opposite of concealment and is actually the reversal of concealment. in
the context of revelation, the notion of revealing what another party might
wish to hide goes to the heart of the matter. When the concealed item is
exposed in broad daylight, it has, in our makeshift greek–English translitera-
tion, been apo-kalypted.
it is not contrived to begin here, delineating the meaning of the word
through this contrast and counterpart. the message of revelation is not given
in a vacuum. Anton Vögtle writes that god “is not the only one who is at work
in this world—as the Apocalypse makes so abundantly clear.” Looking at the
message of the book as a whole, we are justified in viewing the notion of reve-
lation against the background of its opposite. We are, in fact, quite amiss if we
do not keep this perspective in view. Apokalypsis confronts kalypsis, just as
S I G V E  K .  T O N S T A D
3Emphasis added.
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uncovering stands against cover-up. in revelation, the attempted concealment
is exposed and reversed.
this scenario does not weaken or diminish the value of the ideology of
uncovering, providing transparency, which is central to the word we are explor-
ing. What we find, as announced in the very first word of the book, is the ideol-
ogy of transparency and transparent leadership. Transparency lies within the
semantic field of the notion of revelation (apokalypsis). transmuting this into
an ideology and principle of leadership offers transparency as a core value in
leadership relationships in the book of revelation.
Exploring Transparency in Revelation
revelation leaves no doubt as to who is the prime mover in the expanding
circle of initiates that come into view in the opening verses. “the revelation
[apokalypsis] of Jesus christ, which god gave him to show his servants what
must soon take place; he made it known by sending his angel to his servant
John, who testified to the word of god and to the testimony of Jesus christ,
even to all that he saw” (1:1–2).4 the initiative begins with god. god gives his
revelation to Jesus in a way that makes Jesus both the mediator and the con-
tent of what is revealed. Jesus, in turn, sends his angel to John, the primary
human recipient of the revelation. John, for his part, is not meant to keep the
disclosure to himself. he put the message into letter form, addressing it “to the
seven churches that are in Asia” (1:4). however, a wider audience was immedi-
ately assumed because the introductory greeting pronounces a blessing on
“the one who reads aloud the words of the prophecy, and . . . those who hear
and who keep what is written in it” (1:3). Broadly speaking, the message is
addressed “to whom it may concern.”
the verbal parameters in ever-widening circle are striking. At the center
there is the apokalypsis itself, “the revelation of Jesus christ.” this revelation 
is transported from the center to the world’s utmost periphery by a series of
dynamic action verbs. it is given “to show”; it is “made known”; there is a per-
son who testifies (John); there is writing; and there is a person who “reads
aloud” (1:1–3). Whether as noun or as verbal action, the opening passage of
revelation resounds with openness, transparency, and publicity.
transparency in leadership cannot happen unless there is access. in
revelation, the notion of access leads to god. in this book, John is given access
not to an earthly hall of power but to the innermost chamber of the heavenly
council. if we read this story as a text that brings to light a certain type of lead-
ership, the scene is stunning, almost beyond comprehension. “After this i
looked, and there in heaven a door stood open!” (4:1). the New revised
Standard Version (NrSV) appropriately adds an exclamation mark to its trans-
4Unless otherwise noted, Scripture quotations in this chapter are taken from the New revised Standard Version.
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lation, emphasizing not only the sense of surprise at the open door, but also its
location. Open doors have been in short supply in the halls of power through-
out human history. if ever an exclamation mark was warranted, this must be
the place. And what is the open door but a signifier of access? What is the open
door but proof of transparency? What is the open door but a signal that the
heavenly authority grants what earthly authorities often deny, even authorities
that profess commitment to openness? John is certainly justified in conveying a
sense of amazement at the discovery that “in heaven a door stood open!”
More is to follow. the open door is not a publicity stunt that has no bearing
on policy. As if aware that John is unsure how to relate to the open door, the
vision goes on to tell him how to proceed. “And the first voice, which i had
heard speaking to me like a trumpet, said, ‘come up here, and i will show you
what must take place after this’” (4:1). this, particularly, is a place to take seri-
ously richard Bauckham’s contention that in revelation “scarcely a word can
have been chosen without deliberate reflection on its relationship to the work
as an integrated, interconnected whole.” John recognizes that the voice in
question is the voice he heard earlier, “speaking to me like a trumpet” (4:1; cf.
1:10). We are not amiss if we assume that the voice is still speaking “like a
trumpet.” the voice is at once prodding and commanding; it proclaims access
without the slightest reluctance; it speaks in the tenor of the trumpet blast as if
to make sure that the reluctance that must be overcome is on the human side
and not on the side of the heavenly authority.
Spurred on by the open door and the voice speaking “like a trumpet,” John,
now in the Spirit, enters through the door (4:2). the open door leads into the
very presence of god. Once more the New revised Standard Version resorts to
the exclamation mark: “there in heaven stood a throne, with one seated on the
throne!” (4:2).
John’s audience in the heavenly council has a substantive purpose. We can-
not conclude otherwise if we allow ourselves to ponder the next item in the
narrative. “then i saw in the right hand of the one seated on the throne a scroll
written on the inside and sealed with seven seals” (5:1).
Discretion and disclosure go hand in hand in this verse. the discretion,
maintained consistently throughout revelation, relates to John’s depiction of
“the one seated on the throne” (4:2, 9; 5:1, 7, 13). Disclosure is highlighted by
the sealed scroll “in the right hand of the one seated on the throne” (5:1).
revelation could have tried to overwhelm John with an appeal to the senses, a
dose of shock and awe. it could prioritize a display of pomp and circumstance,
an aesthetic experience never to be forgotten, as the means by which to keep
human beings obedient and submissive.
But the core of revelation’s disclosure relates to policy. As Adela yarbro
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collins writes perceptively, “the heavenly council is faced with a serious prob-
lem.” the problem relates to god’s way of dealing with a reality that seems
long on disaster and short on hope. to this end, the sealed scroll must be
unsealed. John has been invited into the heavenly council in order to witness
the breaking of the seals. there, in his presence, one by one, the seals are bro-
ken by the Lamb that appears “in the middle of the throne” (5:6; 6:1–8:1).
Breathtaking disclosures come to light. At last, when the seventh seal is bro-
ken, we read that “there was silence in heaven for about half an hour” (8:1).
Policy concerns are at the center of these disclosures. in leadership terms,
god chooses the road of painstaking and principled openness. Secrecy is out,
and transparency is in. What has been concealed, obfuscated, and misrepre-
sented by the opponent in the cosmic conflict is revealed, explained, and made
right in god’s revelation of his ways through Jesus. A more complete account
of the theological implications of this policy may be pursued, but the leader-
ship implications do not need the full account to be appreciated. “When the
slaughtered Lamb is seen ‘in the midst of’ the divine throne in heaven (5:6; cf.
7:17), the meaning is that christ’s sacrificial death belongs to the way God rules
the world,”5 says richard Bauckham. Jesus, the only One who can break the
seals “in heaven, or on earth, or under the earth” (5:2–5), has confirmed that
the heavenly leadership rests on the foundation of transparency.
the modus operandi of god’s ways thus sets forth openness as a prized
value. the first of revelation’s revelatory cycles, the cycle of the seven seals, is
replete with transparency. there is an open door to god, a trumpet call to step
into god’s immediate presence, and a sealed scroll that will be opened before
our eyes. We are brought face to face with leadership that is committed to
openness. trust in this leader rests on divine transparency and not on unques-
tioning submission. revelation envisions faithful discipleship as much as any
other book in the Bible (13:10; 14:4), but its notion of discipleship is predicated
on understanding (13:18; 17:9).
the subsequent cycles of seven in revelation do not retreat from this theme.
in the trumpet sequence, it is precisely the policy of transparency that runs its
course. As this cycle draws to a close, John’s accompanying angel explains that
“when the seventh angel is to blow his trumpet, the mystery of god will be ful-
filled, as he announced to his servants the prophets” (10:7). if we allow the Old
testament to illuminate this statement,6 the transparency that underlies the
disclosure will shine even more brightly. god did speak to “his servants the
prophets,” as this allusion to the prophet Amos indicates. god did speak again
and again in human history until the full account was out (heb. 1:1) because
5Emphasis added.
6Bauckham, The Climax of Prophecy, xi, says that “revelation’s use of the Old testament Scriptures is an essential key to its
understanding. . . . reference to and interpretation of these texts is an extremely important part of the meaning of the text of
the Apocalypse. it is a book designed to be read in constant intertextual relationship with the Old testament.”
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transparency is not an accidental feature of what comes to light in revelation.
When we read Amos in his own context, we realize that transparency must be a
core element in the divine ideology. god says, “Surely the Lord god does noth-
ing, without revealing his secret to his servants the prophets” (Amos 3:7).
When the last of the cycles of seven, the bowl sequence, rolls across the
screen, transparency, as principle and policy, completes its course. in this
scene (rev. 15:2–4), transparency is written on the structure of the scene. the
final edifice of the redeemed is represented as a sea of glass, as if to say that
where god leads and reigns, obfuscation and concealment are banished.
And i saw what appeared to be a sea of glass mixed with fire, and those
who had conquered the beast and its image and the number of its name,
standing beside the sea of glass with harps of god in their hands. And
they sing the song of Moses, the servant of god, and the song of the
Lamb: “great and amazing are your deeds, Lord god the Almighty! Just
and true are your ways, King of the nations! Lord, who will not fear and
glorify your Name? For you alone are holy. All nations will come and wor-
ship before you, for your judgments have been revealed.” (rev. 15:2–4)
here, too, the emphasis is on bringing things into the light, driving back the
forces of misrepresentation and concealment. the proclamation that god’s
“judgments have been revealed” means that god’s way of governing is incon-
trovertibly manifest. those who sing this song, a song that recapitulates god’s
redemptive intent throughout human history, sing it with understanding.
god’s way meets with admiration. indeed, we should be prepared for the possi-
bility that those who praise god in this song praise him not only because
“god’s judgments” have met their comparatively modest standards, but also
even more because those judgments have far exceeded their standard and
transformed their view of how to make right what has gone wrong.
Where there is transparency, there is also accountability. these are recipro-
cal and mutually dependent values. Accountability is impossible in the
absence of transparency because the latter is the precondition for the former.
On the other hand, transparency is the stance of one who has nothing to hide
and who, for that reason, invites and solicits accountability. two texts in
revelation are especially noteworthy as to how and why god will not lead in
any other way. John says of the redeemed that they are people who “follow the
Lamb wherever he goes” (14:4). the followers cannot follow unless they know
where to go, and they know because the leader has led the way by personal
example.
in the context of revelation, it is implicit that followers prove the quality of
their training by their ability to perform in the absence of their mentor. the
principle that was modeled in the life of Jesus has been understood and inter-
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nalized in his followers to the point that they will continue the course mapped
out by the leader even when they are physically left to themselves. this, to be
sure, is no easy task because, in the final analysis, revelation describes the
prospect of martyrdom. “if anyone is to go into captivity, into captivity he will
go. if anyone is to be killed with the sword, with the sword he will be killed”
(13:10, NiV). this text appears at one of the points in the story where there is
direct eye contact between the reader and the audience so as to make sure that
the take-home point is not missed.7 “this calls for patient endurance and faith-
fulness on the part of the saints,” the narrator interjects (13:10, NiV).
John also says of “those who share in the first resurrection” that “they will
be priests of god and of christ, and they will reign with him a thousand years”
(20:6). From the point of view of the leader, the mentoring that has taken place
is not meant to be passive. if transparency inevitably means accountability, it
also brings empowerment. to be “priests of god and of christ” suggests the
ability to speak authoritatively on behalf of god and christ; to “reign with him”
suggests a genuine power-sharing arrangement. At this point those who were
led have themselves become leaders. this was god’s purpose from the very
beginning. the redeemed have received the capacity to explain god’s ways in a
way that represents god correctly, and they have a mandate to execute policy. 
On this point revelation seems to be fully in tune with the leadership ideal
that is envisioned by Jesus in the gospel of John; “i do not call you servants
any longer, because the servant does not know what the master is doing; but i
have called you friends, because i have made known to you everything that i
have heard from my Father” (John 15:15). this ideal is not scaled back or
rescinded in revelation, where disciples will be “priests of god and of christ”
and “reign with him a thousand years” (rev. 20:6). in revelation, too, the ser-
vant has been told everything that Jesus has heard from the Father (1:1–3; cf.
John 15:15); the disciple knows what the Master is doing, and the relationship
rests on the transparent rock of divine revelation.
Revelation’s View as Corrective
in the roman imperial system, the imperator lived according to the defini-
tion of his title: he was “the ruler answerable to none.” he ruled by decree, not
by persuasion or consent. Accountability in the imperial system of government
took the form of assassination. transparency is decidedly not the first word
that comes to mind in this type of governance and leadership. it goes almost
without saying that revelation’s god is not an imperial figure even though
notions of imperial sovereignty are widely diffused in christian theology.
Plato (427–347 Bc), the foremost political philosopher of the ancient world
and probably of all time, did not advocate an outright imperial system of gov-
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ernment, but transparency was low on the scale of values in his Utopian state.
his ideal was stability. to achieve stability, expediency must trump trans-
parency. “i mean,” Socrates says in Plato’s Republic, “that our rulers will find a
considerable dose of falsehood and deceit necessary for the good of their sub-
jects.” Lying is justified because it has a corrective medicinal purpose, in this
case to facilitate Plato’s vision of state-sponsored eugenics, to depersonalize
motherhood, and to prevent parental bonding. the specifics are in the present
context less important than the principle, and the principle is unequivocal: it is
legitimate to practice falsehood if the governing body is doing it for the com-
mon good.
in Laws, another of Plato’s books on statecraft and leadership, the ideal is
for the subject to follow orders and have no mind of his or her own. to this
end, it should not be in the mind of anyone “to do anything, either in jest or
earnest, of his own motion, but in war and in peace he should look to and fol-
low his leader, even in the least things being under his guidance.” Defenders of
Plato have reacted with outrage at the suggestion that Plato deserves to be
seen as the most beguiling ideologue of totalitarian systems of government
along the lines suggested by Karl Popper,8 but even Plato’s most ardent
defenders will be hard pressed to defend transparency, accountability, and the
rule of law on the basis of Plato’s writings. indeed, as i. F. Stone suggests in his
discussion of Plato’s representation of the trial and death of Socrates, it is like-
ly that Plato conveniently omits mentioning Socrates’s opposition to Athenian
democracy and his intimate relationship with some of the leaders who violent-
ly tried to overturn it. “in the elegant and seductive phrases of his Apology,
Plato does not allow these political events to obtrude on the reader, though
they were fresh in the memories of the judges. Nor does he mention them any-
where in his many dialogues,” says Stone. if this is correct, neither Plato nor
those who try to honor his legacy are particularly fond of transparency.
Writing over a century before John on Patmos, Posidonius of Apameia (135–
51 Bc) is similarly unable to accommodate the values found in revelation. in
his view, too, genuine leadership values commands over explanations and
authority over transparency.
A law should be brief, so that the unskilled may grasp it more easily. Let
it be like a voice from heaven; let it order, not argue. Nothing seems to be
more pedantic, more pointless than a law with a preamble. Advise me,
tell me what you want me to do; i am not learning, i am obeying. (p. 654)
in this vision of leadership, the leader does not fret over process. Speaking
to both sides of the issue, of the leader and of the person being led, Posidonius
wants commands and not explanations from his leader. As Seneca later para-
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phrased this saying, “tell me what i have to do . . . i do not want to learn. i
want to obey.”9 the leadership ideal in revelation corrects this vision for lead-
ership in two directions: the leader as well as the person being led.
Nicolò Machiavelli (1469–1527) ranks far below Plato in terms of influence,
but he stands out in the annals of thinkers who have espoused enduring theo-
ries of leadership. in The Prince, Machiavelli writes approvingly of the cunning
with which Pope Alexander Vi (r. 1492–1503), the former rodrigo Borgia and
one of the great renaissance pontiffs, managed to get his way in the power
play of Europe. “Alexander Vi was concerned only with deceiving men, and he
always found them gullible,” says Machiavelli. “No man ever affirmed any-
thing more forcefully or with stronger oaths but kept his word less.
Nevertheless, his deceptions were always effective, because he well under-
stood the naivety of men.” the principle of transparency does not appear in
Machiavelli’s thought any more than in Plato’s dialogues. For the Florentine
political handyman, the good leader is results-oriented and not overly con-
cerned with principles. to win the war counts more than to ascertain whether
the war is just. the ruler who wins the battle will also win in the court of public
opinion even if his cause is unjust. “For the common people are impressed by
appearances and results,” Machiavelli says knowingly.
these thoughts on leadership have to do with affairs of government. A dis-
cussion of the leadership ideals in revelation could obviously turn in other
directions, to corporate leadership, church governance, or leadership in insti-
tutions. revelation is in a sense a secular and world-oriented book, deeply con-
cerned with issues of governance in the world. Beginning with the roman
Empire in the days of John, revelation provides a sketch of powers vying for
domination on the world scene until the return of Jesus. in revelation 13, for
instance, the topic of concern even extends to powers that appear to profess
loyalty to god while actually subverting them. For this reason it is appropriate,
in closing, to allow revelation’s ideal of transparent leadership to speak to the
ideals of both religious and political powers in the world today. in the religious
arena, obviously one significant power in society is the roman catholic
church. in the realm of politics, the United States of America is obviously such
a power. the message of revelation reveals a principle of leadership—trans-
parency—that applies throughout all creation, the political and social world as
well as the spiritual.
how does revelation’s commitment to transparent leadership resonate in
the leading democracy in human history and in the leading religious institu-
tion of all time?
the answer to this question has many facets, but the overall trend is unmis-
takable: transparent leadership has fallen on hard times. the roman catholic
T R A N S P A R E N C Y  I N  L E A D E R S H I P
72
Journal of Applied Christian Leadership, Vol. 11 [2019], No. 2, Art. 22
https://digitalcommons.andrews.edu/jacl/vol11/iss2/22
THE JOURNAL OF APPLIED CHRISTIAN LEADERSHIP PAGE  73
S I G V E  K .  T O N S T A D
church may be the least transparent institution human civilization has ever
seen, and, arguably, it reflects the nature of other religious institutions in that
regard. it has successfully weathered modern demands for openness, substitut-
ing vigorous public relations for transparent policy. the sex scandals that have
come to light in the church toward the end of the twentieth century and the
beginning of the new millennium may be seen as aberrations in terms of priest-
ly behavior, but they are not aberrations in terms of church governance. those
who have tried to make headway against the terrible wrongs that have been
committed against them have confronted a wall of silence. it is not an anachro-
nism to single out absence of transparent leadership as the most characteristic
feature of this institution throughout much of its history. its leadership, not
unlike that of the roman imperial system, is essentially and explicitly a leader-
ship accountable to none. Where revelation espouses a commitment to trans-
parency, the church, in its ideology and arcane structure, embodies commit-
ments that are imperiously contrary to the transparency that lies at the heart of
revelation’s message. Again, this characteristic is reflective of other religious
institutions as well, in christianity and in other religious traditions.
the national and international affairs of nations have also been marked by
an absence of transparency. For about a century or so, even the government of
the United States has backed away from this commitment. in a book on gov-
ernment deception and secrecy in the United States in the twentieth century,
David Wise writes that “the governed must know to what they are consenting”
for democracy to work. this requirement is in a precarious state. Wise shows
that secrecy and state-sponsored deception are on the rise not in some under-
developed foreign land but in the country that leads the “free” world.
concealment is in; openness and accountability are out. the Orwellian vision
is coming to fruition not only in totalitarian systems of government, but also in
countries that profess a commitment to openness. Expediency, as in Plato’s
Republic, trumps transparency in the modern state. the late senator Daniel
Patrick Moynihan, also chronicling the rise of secrecy in the US government,
writes ruefully toward the end of his book, “the cold War ended; secrecy con-
tinued as a mode of governance as if nothing had changed.” in the introduc-
tion to Moynihan’s book, richard gid Powers quotes Lord Acton with the
understanding that the latter gave a succinct account of what is at stake.
“Everything secret degenerates, even the administration of justice; nothing is
safe that does not show how it can bear discussion and publicity.”
revelation concurs with this judgment. trustworthy leadership must be
transparent. this book offers no refuge to leaders who place results over princi-
ples or who bypass the pain of transparency for short-term gain. the trans-
parency that comes to view in revelation aims to expose deception at its
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source and to banish it from the society of created beings in heaven and on
earth. revelation looks to god as the source and defender of transparent lead-
ership. it poses a formidable corrective to human expediency, speaking to the
physician who relates to his or her patient with an attitude of paternalism; to
the lender who conceals from the borrower the actual risk; to the board that
votes in secret on some matter or person, knowing that they will not have to
explain their decision; to the guardians of archives who try to limit access to
information; to persons who censor books and opinions; and to religious insti-
tutions that behave as though they are absolved from accountability. Quite
apart from the particular and specific attempts to subvert god’s ways that are
exposed in revelation, this book holds its reader to a standard that those who
claim to revere its message often miss.
Conclusion
this chapter has explored the leadership implications of the word that gives
the last book of the Bible its title. the principle discovered in the nature of the
book of revelation is transparent leadership. this ideology is announced in the
opening word. revelation corrects religious, political, and other institutions
that thrive on secrecy and concealment. “Blessed is the one who reads aloud
the words of the prophecy, and blessed are those who hear and who keep what
is written in it; for the time is near,” says the narrator in revelation (1:3).
Blessed, too, is the leader who takes revelation’s quest for transparency to
heart, and the fellow member of the community who demands transparency
from all engaged in leadership.
reprinted with permission from Skip Bell (Ed.), Servants and Friends: A Biblical Theology of Leadership (Berrien Springs, Mi:
Andrews University Press, 2014), 227–242.
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MORRIS THOMPSON
THE NEED FOR SPIRITUAL LEADERSHIP
Abstract: Leadership comes in different shapes and sizes within our society.
Some leadership practices are characterized as good, and other forms are toxic.
however, within the 21st century, spiritual leadership is necessary as christian
leaders focus on growing the next generation of leaders. this article focuses on
the importance of the spiritual leader within today’s society, and will first dis-
cuss the need for dedicated spiritual leaders. it will then discuss how spiritual
leaders affect the spiritual growth of others. Finally, it will discuss the need for
spiritual accountability.
Why We Need Dedicated Spiritual Leaders
One of my favorite stories in the Bible is found in Mark 2:1-12. in this story
Jesus was staying in a small home in a town called capernaum. Word had
spread that he was there, and so the crowds grew. they grew so large that
people were spewing out of the doors and windows. During this time four men
carrying a paralyzed man on a stretcher attempted to enter the house because
they believed that Jesus could heal their friend. Apparently it was difficult for
these four men to enter the crowded house the conventional route (through
the front door), so they decided to make a hole on the rooftop and lower their
paralyzed friend into the room with Jesus.
Seeing their faith, Jesus decided to let this paralyzed man know that his
sins were forgiven. Upon saying this, the Pharisees began to question his
authority to forgive sins. they rightly believed that only god has the authority
to forgive men and women of their sins. Jesus knew their thoughts and decid-
ed to prove to them that his authority (as god) was, in fact, bona fide. he then
said to the man, “Stand up, pick up your mat, and walk.” immediately the
paralyzed man got off of his stretcher and began to walk.
there are so many amazing moments in this story, but there is one thing
that stands out to me: the fact that it took a group to bring this paralyzed man
to Jesus. this man was not only physically paralyzed, but spiritually para-
lyzed as well. in the years that i have worked in small group ministry i have
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found people from all walks of life enter a group and find healing, but the one
commonality is that they are all paralyzed. Whether it’s physical, financial,
emotional, or spiritual paralysis, they have been paralyzed in an area of their
life that is preventing them from growing spiritually. in the story, it took four
other people to recognize this man’s pain and lead him to the One who could
heal him from his physical and spiritual paralysis. the close encounter led
that man to both a literal and physical confrontation with Jesus. that is what
defines the role of a spiritual leader. A spiritual leader is someone who leads
others to a closer walk with christ.
this is why spiritual leaders are so important for the spiritual growth of
others. Without other people helping us to grow in a closer walk with christ,
we will never find true healing. in my churches, i frequently preach that it is
impossible to grow as a disciple of Jesus by yourself. in order to grow spiritu-
ally, we need other people that god strategically places in our lives. these
individuals help us to get from that point of paralysis and into a healing rela-
tionship with Jesus christ. those four spiritual leaders in the story went to the
extent of destroying a stranger’s roof in order for their friend to find healing.
the wonderful thing about spiritual leaders is that they will stop at nothing in
order for others to meet Jesus.
Spiritual Leaders Make or Break the Growth of Others
i have always been interested in sports, especially team sports. i feel an
interesting combination of fascination and impressiveness with winning teams.
Some of the greatest teams that come to mind are the 2001 Los Angeles Lakers,
the 2007 New England Patriots, or the 2014 San Antonio Spurs. Oftentimes we
look at these teams and give credit to their star players. the golden State
Warriors would have been nothing without Steph curry, Draymond greene, and
Klay thompson. the New England Patriots would not have had a winning team
without tom Brady as the starting quarterback. however, i would venture to say
that these players’ incredible abilities and skills would not have been manifest-
ed without an even better coach on their side.
i have seen examples time and again of mediocre players playing under the
leadership of mediocre coaches who never reach their true potential until they
play for a great coach. As good as tom Brady is, he would not be who he is
today without the leadership of coach Bill Belicheck. Steph curry, Klay
thompson, and Draymond green were developed into the star players that we
see today by coach Steve Kerr. i believe that if these three players played for a
mediocre coach, the golden State Warriors would just be another mediocre
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team. Behind every star player is a great coach because players will only play
as good as their top leadership. John Maxwell describes it as “the Law of the
Lid.” your team will only be as good as its top leaders (Maxwell, 2007).
the same principle holds true in spiritual leadership. those that spiritual
leaders lead oftentimes are only as strong as their leader. if people are follow-
ing spiritually weak leaders, one of two things will occur. Either they will 
follow suit and become spiritually weak as well because they are not being
poured into effectively, or they will get frustrated with the weak leadership
and seek a stronger leader. in order for spiritual leaders to lead effectively
they need to closely follow the Master Leader, Jesus christ.
When training small group leaders, i emphasize the need for that leader to
have a strong devotional and prayer life. if the leader does not have a close
walk with Jesus, how can he or she lead others to a closer walk with christ?
the small group will only be as spiritual as its leader. group members that
have a higher level of spirituality will grow frustrated and eventually leave the
small group. As spiritual leaders, small group leaders are to model a close
relationship with Jesus for the rest of the group members. however, if the
leader does not have a close relationship with christ, it is impossible for the
leader to model it for the rest of the group. 
Staying connected to Jesus is the difference between a strong or weak spiri-
tual leader. Paul wrote, “Follow me as i follow christ” (1 corinthians 11:1).
Paul is essentially saying that in order for him to lead effectively, he needs to
continue to follow christ.
As the spiritual leader, Paul is calling his followers to follow christ along
with him in his spiritual journey. this is the mark of a great spiritual leader;
someone who is growing closer to christ and calling others to journey in the
process of spiritual growth with them. the job of the spiritual leader is to hold
his or her followers accountable during their journey of spiritual growth.
Spiritual Accountability
Accountability is essential in spiritual leadership. throughout the disciples’
growth as spiritual leaders, Jesus held them accountable. Although all spiritu-
al leaders hold their followers accountable, it is important for the spiritual
leader to remember that they need to be held accountable as well. the spiritu-
al leader is held accountable by two groups of people.
First, the leader is held accountable by their followers. Accountability is
reciprocal. As much as the spiritual leaders holds others accountable, the
spiritual leader’s followers hold them accountable as well. When spiritual
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leaders do not allow themselves to be held accountable, they turn into dicta-
tors. Earl D. radmacher writes, “human leaders, even christian ones, are sin-
ners and they only accomplish god’s will imperfectly. Multiple leaders, there-
fore, will serve as a ‘check and balance’ on each other and serve as a safe-
guard against the very human tendency to play god over other people”
(Strauch, 1995, p. 43). it takes humility for the leader to recognize that they
need to be held accountable in order to lead from a spiritual place.
the second person who holds the spiritual leader accountable is god. “So
then each of us shall give account of himself to god” (romans 14:12).
Although the spiritual leader holds their followers accountable, both the lead-
er and the followers are all held accountable by god. Spiritual leaders who
neglect to remember this tend to become toxic leaders. these leaders lead as
though their decisions are the final word and cannot be assessed or critiqued
by anyone. Spiritual leaders submit their imperfect wills to god through
prayer and filter it through his Word. King David’s prayer to god was, “Point
out anything in me that offends you, and lead me along the path of everlast-
ing life” (Psalm 139:23-24). Although David was King of israel, he still allowed
god to hold him accountable in his leadership. When the spiritual leader
allows god to hold them accountable, they are essentially allowing god to
grow their spiritual life leading to a more effective spiritual leader.
Although spiritual leaders may see the importance of accountability, it is
essential that they build an environment in which accountability can grow
and thrive. constructing a life surrounded by accountability gives the leader
many ways in which they can be held accountable. in my time leading small
group leaders, i stressed the need for each leader to be a part of a small group
as well as an even smaller group called a “triad.” 
Although the leader was leading the small group, they were still to be held
accountable by their group members just as they held their group members
accountable. the reciprocity of the accountability provided an environment
for the spiritual leader to be held accountable by other people on a journey of
spiritual growth. the triad was a group of three people: the small group leader
and two other individuals. these two other individuals did not have to be a
part of the small group, but they added a more intimate level of accountability
for the small group leader. these individuals prayed together on a daily basis
and met regularly to discuss their personal life, struggles, and spiritual
growth. John Wesley, the Founder of the Methodist church, trained his small
groups to place an emphasis on transparency within their group meetings
(comiskey, 2014). Without this transparency the groups could not get to a
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level in which the group members could hold one another accountable.
Because of the sensitive nature of the triad the things discussed between the
three individuals were to remain confidential. the small group leaders who
took part in these triads expressed a deeper level of spiritual growth, commit-
ment, and accountability.
As god grows spiritual leaders he expects them to have a daily devotional
and prayer life in which they talk with him regularly. Jesus, as a spiritual
leader, spent time with god on a regular basis so much so that Luke writes
that it was his custom (Luke 22:39-46). god wants the spiritual leader to
spend an ample amount of time with him because it provides accountability
from god. this heavenly accountability helps the leader to grow spiritually.
Although this is important, god also stresses the need for the spiritual leader
to find accountability in a group of trusted individuals. Spiritual leaders that
rely only on accountability from god limit their spiritual growth and allow
themselves to be vulnerable to pitfalls in their leadership. removing the triad
form of accountability out of their environment is like removing the leg off of
a three-legged stool; it is impossible for it to stand.
Conclusion
Oswald Sanders (1986) writes, “true greatness, true leadership, is achieved
not by reducing men to one’s service but in giving oneself in selfless service to
them” (p. 20). Whether they lead in or outside of the church organization, the
world needs spiritual leaders. Without their leadership and influence, the
importance of spirituality will not be appreciated by the next generation of
leaders. the world needs spiritual leaders who will help others to grow spiri-
tually within their own leadership. the world needs leaders who are willing to
be held accountable no matter the cost. We need spiritual leaders who are
committed to helping others reach their true god-given potential.
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BOUBAKAR SANOU
SPIRITUAL GIFTS, PASTORING, AND
GENDER: AN ONGOING DIALOGUE
Introduction
in Joel 2:28-29, god promises an innovation regarding how he will make
his Spirit available in the last days. he promises, “i will pour out my Spirit on
all people. your sons and daughters will prophesy, your old men will dream
dreams, your young men will see visions. Even on my servants, both men and
women, i will pour out my Spirit in those days.” As David Baker notes, the
innovation in this promise is:
. . . not in the means of revelation but in its recipients. the beneficiaries
of the Spirit-gift and its accompanying revelation will not only be a spe-
cial class, the prophets, or even a few folk. . . .  rather, this bestowal will
be universal, blessing young and old, male and female, free or slave; it
will affect all of humanity. (2006, p. 108)  
in other words, god promises to give his Spirit and gifts without discrimi-
nation to both genders (“your sons and daughters,” and “both men and
women”), young and old, from all walks of life, races, and social strata. in
Acts 2:16-21, the apostle Peter quotes Joel 2:28-32 to assert that the equal fill-
ing of the Spirit for the 120 disciples (among whom were women, cf. Acts 1:14)
was an element of the fulfillment of god’s promise through the prophet Joel.
he also points out that, from then on, the pouring out of god’s Spirit on
believers will be an ongoing process: “the promise is for you and your chil-
dren and for all who are far off—for all whom the Lord our god will call” (Acts
2:39).
the subject of women’s ordination to pastoral ministry is a hot-button issue
that has divided many christian denominations into two sharply contrasting
groups (Zikmund, 2003; Zagano, 2008; Deasy, 2009; Bauer & Sanou, 2015;
campbell, Sanou, & Williams, 2017). this article examines the role of women
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in the gospel ministry from the perspective of spiritual giftedness. the main
focus will be to see if the gift of pastoring is gender-specific or not. in the fol-
lowing reflections there are unanswered questions for each reader to person-
ally ponder.
What Are Spiritual Gifts, Their Prominence, and
Purpose in the Bible?
it has been pointed out that the number of times a Biblical principle or
teaching is referred to in the Bible can often help determine its importance
(Moskala, 2015, p. 7). Using this principle of Biblical hermeneutics, the subject
of spiritual gifts is a vital one, since spiritual gifts are directly mentioned in
four different parts of Scripture: rom.12:3-8; 1 cor. 12-14; Eph. 4:7-16; and 1
Pet. 4:10-11. in Eph. 4:12, Paul summarizes the core purpose of spiritual gifts
as that of equipping god’s “people for works of service, so that the body of
christ may be built up until we all reach unity in the faith and in the knowl-
edge of the Son of god and become mature, attaining to the whole measure 
of the fullness of christ.” 
Spiritual gifts are thus special abilities given by god to believers to fully
equip them to serve him, the church, and witness to the world (Eph. 4:12-13).
the Bible is unequivocal that spiritual gifts are apportioned to every believer
(1 cor. 12:7; 1 Pet. 4:10-11) only as the holy Spirit determines (1 cor. 12:11). the
body of christ will truly be built up as every single believer, male or female, is
allowed “to use whatever gift they have received to serve others, as faithful
stewards of god’s grace in its various forms” (1 Pet. 4:10). good stewardship 
of the gifts of the holy Spirit is what is emphasized in 1 Pet. 4:10. Just as
believers must give an account of the use of their time, body, and material
things god has blessed them with, they will also be accountable for how they
used their spiritual gifts (Eph. 5:15-17; 1 cor. 3:17; Matt. 25:14-30). 
Is the Spiritual Gift of Pastoring Gender-Specific?
According to 1 cor. 12:12, the church is a body of interdependent members
upon all of whom the Spirit bestows his many and diverse gifts. Among those
gifts, Eph. 4:11 states that the holy Spirit gives some of the members of the
body of christ the grace, power, and authority to serve as pastors. As such,
service as a pastor is first and foremost a spiritual gift rather than a mere pro-
fession or office. therefore, deciding who gets what spiritual gift(s) is not the
prerogative of an ecclesiastical body. Being gifted spiritually means that those
extraordinary abilities have their source in the holy Spirit, who then “dis-
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tributes them to each one, just as he determines” (1 cor. 12:11). i personally
view 1 cor. 12:11 both as a call for humility to acknowledge the sovereignty of
the holy Spirit in matters of the distribution of spiritual gifts to believers and
as a warning not to interfere with the ministry of the holy Spirit in any per-
son’s life.
there is no indication in the Bible that some spiritual gifts are only given to
particular genders. in the New testament, the holy Spirit and any of the gifts
he dispenses can be given to any person who: (1) repents and is baptized in
the name of Jesus for the remission of sins (Acts 2:38); (2) obeys god (Acts
5:32); and (3) understands and appreciates spiritual things (1 cor. 2:13-14; Eph.
4:17-24). there is no gender-specific condition for receiving the holy Spirit or
any of his gifts. Because Paul previously included both men and women as
part of the body of christ (1 cor. 12:12-27), the action of bestowing spiritual
gifts on “each one” in 1 cor. 12:11 is necessarily gender neutral. Since it is the
holy Spirit who determines who gets what spiritual gift(s) in the body of
christ, why do some christians still insist that women have not been called to
serve as pastors? if no spiritual gift is gender-specific, should a woman, called
by god and gifted by the holy Spirit, be denied any role of ministry or leader-
ship in the church just because she is a woman?
convinced of her calling to the gospel ministry and that of other women,
Ellen White, a female pioneer and recognized prophetess of the Seventh-day
Adventist church, strongly believed that “there are women who should labor
in the gospel ministry” because “the cause [of god] would suffer great loss
without this kind of labor. Again and again the Lord has shown me that
women teachers are just as greatly needed to do the work to which he has
appointed them as are men” (1990, p. 325). By recommending that the tithe
(which was used in the Old testament to take care of the all-male Levites and
priests) be used to pay women in pastoral ministry (1990, p. 324), Ellen White
evidently saw no viable distinction between men and women serving as pas-
tors. Men, as well as women, can rightly serve as spiritual Levites and priests.1
i not only believe that christians will give an account to god about what
they did with their spiritual gifts, i also believe that any person, whatever his
or her motivation, who prevents others from faithfully stewarding their spiri-
tual gifts will be accountable to god. i think of Pharaoh Necho, who warned
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1Some Seventh-day Adventists may want to argue that Ellen White was writing here about 
pastors’ wives as co-laborers with their husbands in pastoral ministry. My response is that Ellen
White did not say “there are pastors’ wives who should labor in the gospel ministry,” but rather
“there are women who should labor in the gospel ministry.” could “women” be limited to 
“pastors’ wives”? Evidently not. Should a woman be married to a pastor before she is allowed 
to exercise her spiritual gift of pastoring? there is no such biblical condition.
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King Josiah not to interfere with what god was doing through him (Necho)
lest god destroy him (Josiah). Sadly, good King Josiah died because he “did
not heed the words of Necho from the mouth of god” (2 chron. 35:20-24). i
also think of gamaliel, who when the disciples were persecuted for preaching
Jesus, warned his colleagues in the Sanhedrin to “consider carefully what you
intend to do to these men. . . .  For if their purpose or activity is of human ori-
gin, it will fail. But if it is from god, you will not be able to stop these men;
you will only find yourselves fighting against god” (Acts 5:34-39). if the great
job many women do in pastoral ministry is from god, it means that trying to
restrict them from fully utilizing their gift of pastoring amounts to fighting a
losing battle against god; with him on their side, no one will be able to stop
these women.  
What Role Should Women Occupy in Pastoral Ministry?
the answer to this question is straightforward and simple. Because the gift
of pastoring is not gender-specific, women called to pastoral ministry should
have the same roles and privileges as their male colleagues. is it not unthink-
able that the holy Spirit would give the same spiritual gift to a man and a
woman and expect the woman to play a lesser role in exercising that gift?  if
both men and women are equally qualified by the holy Spirit to serve as pas-
tors of god’s flock, could treating them differently solely because of their gen-
ders, over which they had no choice, be seen as a form of unfairness?
What Does the Church Make of the Fruit Born by
Women in Pastoral Ministry?
Jesus states in Matt. 7:15-20 that it is the fruit a person bears that deter-
mines the truthfulness or not of what that person claims to be or have. First,
John 4:1 also recommends that the church test every spirit to ascertain if it is
from god before believing it. how does the body of christ evaluate the claim a
person makes that they have this or that gift? We allow the person to exercise
the spiritual gift they claim to have, and then affirm or not affirm them on the
basis of how effective they are in exercising that gift in building up the body
of christ. this has been the case for both men and women regarding all other
spiritual gifts except that of serving as a pastor. has the church failed to see
how some women are effective at building up the body of christ in pastoral
ministry? have we failed to see the tangible evidences that the Spirit is using
many women to grow their congregations spiritually, sometimes even more
than their male colleagues? if their capability and effectiveness is palpable
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and can in no way be denied, why are some christians still adamant in deny-
ing their call to pastoral ministry? if their fruit and effectiveness testify to their
calling, why are they denied ordination? could it be unfair and discriminatory
that a man and a woman who both feel called to pastoral ministry and who
both capably serve as shepherds of their congregations not be given equal
opportunity towards ordination (Johnsson, 2017, p. 15)?
Does It Make Sense to Ordain Women as Elders but Not
as Pastors?
the New testament speaks of pastor/shepherd (poimen) as a divinely
endowed ministry function rather than a role or office formally appoint-
ed by the church (Eph 4:7, 11; cf. 1 Pet 5:1). Even in the early church, pas-
toring was not a separate office of its own but a ministry carried out by
elders or bishops. As far as we know, it was not until the reformation, in
correcting the abuses of doctrine and power brought in by the traditional
system of bishops and priests, that the term pastor became the title of a
role formally identified and appointed by the church (reeve, 2015, p.
203). 
Some christian denominations have made the choice to ordain women as
local church elders but not as pastors.2 this choice is in stark contradiction to
the New testament precedent of pastoring as a ministry fulfilled by elders.
two questions that keep demanding Biblically-based answers are: “if women
qualify to be ordained to the Biblical spiritual leadership ministry of elders,
what really prevents them from also being ordained as pastors?” and, “can
women only be good as elders but not as pastors?” 
What Is Ordination Really About?
to begin with, it is noteworthy to mention that there is no Biblical com-
mand to ordain or not ordain women to the gospel ministry (rodriguez, 2015,
p. 378; Moskala, 2015, p. 1). the contemporary practice of ordination to pas-
toral ministry is in stark contrast with the New testament practice of choos-
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2An example of such denominations is the Seventh-day Adventist church (SDA). in 1975, it 
officially voted that “both men and women are eligible to serve as elders and receive ordination 
to this position of service in the church.” that historic decision was reaffirmed in 1975 [See the
general conference of Seventh-day Adventists, Seventh-day Adventist minister’s handbook
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ing, appointing, setting apart, or commissioning believers to ministry
(Johnsson, 2017, p. 13). Some have argued against women’s ordination to pas-
toral ministry from the perspective of headship in reference to gen. 3:16: “to
the woman he [god] said, ‘i will make your pains in childbearing very severe;
with painful labor you will give birth to children. your desire will be for your
husband, and he will rule over you’” (emphasis added). But as stated earlier on
the basis of Ephesians 4 and 1 corinthians 12, ordination to the gospel min-
istry is neither about headship nor is it about authority (see also van
Bemmelen, 1998, pp. 297-311). Serving in the gospel ministry is simply about
accepting one’s divine call and using one’s spiritual gifts to serve god and
others. Ordination to pastoral ministry should then be subsequent to a public
recognition of a man’s or woman’s divine call and enabling of the holy Spirit
to function as a pastor. that recognition should not be tied to any policy but
based only on the undeniable fruit of the person’s ministry (Matt. 7:20).
What Do We Make of John 16:12 in Relation to Women’s
Ordination?
Jesus said to his disciples in John 16:12, “i still have many things to say to
you, but you cannot bear them now.” could it be that it was because of his
contemporaries’ cultural limitations that Jesus did not say or do many things
such as recruit women among his twelve disciples? if so, is such a principle of
cultural sensitivity applicable in every context today? i strongly believe that
Biblical principles have a universal application. At the same time, god’s
recorded dealings with people in their cultural contexts also reveals that,
because he works in redemptive ways within human contexts, in some cases
he made room for human culture with its weaknesses (e.g., gen 15:9-21 where
god offered to go through a Near Eastern covenant ratification ceremony that
Abraham could relate to as definite surety). As Bruce Bauer and i pointed out:
in many instances, knowing the effect of drastic change, god chose to
patiently work to change people’s practices in a culture rather than forc-
ing things so quickly on a people that they could not handle the change.
it is therefore quite appropriate to suggest that the revelation of god’s
principles has often been progressive rather than spelling out god’s ulti-
mate ethic or ideal. For example, he tolerated Jacob’s marriage to two
sisters (gen 29:15-28), a practice that he later outlawed (Lev 18:18), and
in the New testament there is no frontal attack on slavery, yet who
would argue for a Biblical basis for slavery? (Bauer & Sanou, 2015, pp.
176-177)
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the good news is that every human culture is dynamic rather than static.
Because cultures are always changing, there is hope that the cultures where
women’s ordination to the gospel ministry may be very detrimental to the 
mission of the church would one day be able to fully embrace the Biblical fact
that the call to pastoral ministry is not gender-specific. Who could think in
1930s America that women would one day be wearing slacks, even to church?
Who could imagine in Jesus’ days that there would be women graduating
from rabbinical schools and being ordained in orthodox and conservative
Judaism (hein, n.d.)?  Where there are no reasonable cultural limitations to
women being ordained to pastoral ministry, the church needs to do its very
best to side with the holy Spirit, who indiscriminately dispenses his gifts to
both men and women for the building up of the body of christ.
Conclusion
the question of whether or not to ordain women to pastoral ministry has
been an ongoing issue in several christian denominations. My reflection on
this issue from the perspective of spiritual giftedness convinces me that
because there is no single gender-specific spiritual gift, the christian church’s
theology of the call to pastoral ministry and ordination should be solidly
“grounded in the endowment of the Spirit, the divine calling, and a life of
commitment to god, to his people, and to the world” (rodriguez, 2015, p.
379). however, because of the negative impact the ordination of women might
have on the church’s mission and ministry in some contexts, it is wise to also
be mindful of the cultural contexts within which the church ministers (Bauer
& Sanou, 2015). in applying Biblical principles, “there needs to be great sensi-
tivity to the standpoint of the listener at a given time. truths that may be
sweet at a later time can provoke unnecessary opposition when given before
the listeners are ready” (Paulien, 2011, pp. 91-92). 
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THE NEW ADAPTERS:
SHAPING IDEAS TO FIT
YOUR CONGREGATION 
By Jacob Armstrong, Adam Hamilton,
& Mike Slaughter 
Nashville, TN: Abington Press (2015)
Kindle edition, 120 pages 
Reviewed by MARK MAGNUSSON
the book The New Adapters by
Jacob Armstrong, with added conver-
sation from Adam hamilton and Mike
Slaughter, addresses the need for the
church of today to adapt its methods
to meet a culture that is continually
changing. the author maintains that
the church is “god’s designed vessel”
in carrying forward the mission of
sharing the “timeless story” of the
gospel of Jesus christ and that the
gospel will always remain constant,
but the methods of sharing the
gospel have changed and will contin-
ually change over time and over dif-
ferent cultures in America and in the
world (loc. xiv-xv). With an emphasis
on North America, the author shares
his ideas based on principles of
church leadership to address the
need of church leaders leading mem-
bers into a work of adapting the
methods of their current church in
order to become relevant in the commu-
nity in which their church is located. 
the question of relevance has
become increasingly prevalent in
church leadership, and is ever pre-
sent in “millennial” discussions. the
difficult question comes down to how
churches should adapt their visions,
messages, and/or worship styles in
order to be relevant to those they are
trying to reach with the gospel. As
leaders, it is imperative to acknowl-
edge the fact that times have
changed. Methods of door knocking,
phone soliciting, and mass mailing
have had their success in the past but
have increasingly become less effec-
tive. in addition, there has been a
paradigm shift where the focus today
is “less on buildings and more on
building communities of people”
(loc. 5, 29). As the author points out,
it’s only by “listening to and learning
from the community” that we can
become acquainted with them in
order to connect with them and min-
ister to them in order to get a
response from them (loc. 3).
the author also importantly allud-
ed to the fact that christ himself
engaged not only in the synagogues
but also in the communities where
the poor, needy, and disconnected
were in order to meet them where
they were and make the gospel
known to them (loc. 14-15). christ’s
methods have been written in the
Word of god and are lasting exam-
ples of how the church will be able to
reach those in the community around
them.  One thing to note about christ
is that he did not become like the
people he ministered to; they became
like him. Should there be caution in
the wind for leaders adapting their
church and members in a way that
they become like the world?  god’s
people are to be a peculiar people liv-
ing in the world but not being of the
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world. there is always a need for
prayerful discernment when attempt-
ing to adapt methods in order to
reach out to the community. 
At the onset of the book the author
established that the “vision of a
church has to fit the mission field” in
which the church is located (loc. 2).
this point is clear and can apply to
all leaders and congregations. the
way people dress, think, and act will
vary from place to place. For exam-
ple, a church in preparation for a
wedding in a rural area which is 
decorated with empty shotgun shells
loaded with flowers and the bride
and groom using a branding iron
making their mark on a prepared log
is going to vary from a wedding in an
upscale urban environment.
human tendency is to create a
vision that fits our own preferences
and what we think it should be
before considering those we are try-
ing to reach. the first step in creating
that vision, after prayer and seeking
god, is to “listen to and learn from
the community” (loc. 3–9). Leaders
must be aware of the demographics,
unique opportunities or challenges,
and must spend time in the commu-
nity by creating community events or
getting involved with events that are
already in place in the community
(loc. 3–9). Once a vision is created
that gives sight to a congregation, all
other aspects of how the unchanging
message of the gospel is to be pro-
claimed, how the church is going to
look, how liturgy in worship is prac-
ticed, down to how members are 
discipled, can be adapted to fit that
vision.
Another point the author
addressed throughout the book is for
leaders and congregations to reach
out to those who feel disconnected
from god and the church (loc. xv).
this includes both those who have
been in the church to some degree
and those who have not. We need to
be aware that we often create a
“closed-loop” in our congregations
(loc. 40). the way we talk, worship, or
act often excludes those that are not
connected with the group. creating a
“closed-loop” pushes away those who
feel disconnected rather than inviting
them in. Members need to be aware of
this and make sure that they create an
environment that is open and accept-
ing to all.
Overall, i would recommend the
book to leaders who are endeavoring
to be continuously relevant today as
time moves on and cultures change.
the author is straight to the point
and does not overwhelm the reader
with vast amounts of information
that can lead to tedious reading and
often lead to more questions. there is
a need to adapt to changing cultures
in order to be relevant while guard-
ing against the danger of ceasing to
be relevant to the mission and meth-
ods of Jesus.
MArK MAgNUSSON is a pastor in the Kansas-
Nebraska conference of the Seventh-day Adventist
church.
SUPERBOSSES
By Sydney Finkelstein 
New York, NY: Portfolio Penguin
(2016)
Paperback, 268 pages  
Reviewed by JOSEPH BATES
Sydney Finkelstein’s book,
Superbosses, provides a thorough, 
yet concise summary of discipleship
(mentorship) at its highest level.
Finkelstein brings to life his philoso-
phy as he explores the mindset and
techniques of superbosses with
proven records and phenomenal
results. the success and failures of
superbosses in the corporate, sports,
and small business world beautifully
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illustrate the power of the “super-
boss.” 
the opening chapter highlights
what a superboss is and gives the
background to how the superboss
concept was discovered. As i started
reading the book, i began to question
if the concept was out of touch with
the common leader. Finkelstein 
highlighted, in my opinion, super
exceptions rather than superbosses.
however, as i continued to read, 
my misguided attitude quickly 
shifted to an enthusiastic belief 
in his philosophy.
Finkelstein examined some of the
most successful coaches, publishers
and business owners of our time. the
success these men experienced is very
clearly connected to the superboss
philosophy. Over the course of the
book the author weaves his superboss
philosophy into the life and experi-
ence of these men. 
Leadership theory and books 
often focus on the leader and his abil-
ity to effectively accomplish change,
increase productivity, and grow the
bottom line. Superbosses was a
unique read in that it focuses on cre-
ating a team of the highest level skill,
talent, and effort. Superbosses places
the highest value on developing a
team of people that will often exceed
the skill, knowledge, and talents of
the boss himself or herself.
A primary focus for the superboss is
developing people who will ultimately
be so highly developed that they
become overqualified and eventually
outgrow their positions. the example
of Bill Walsh the football coach was
absolutely perfect. this one football
coach is personally responsible for
producing “almost twice as many
active NFL coaches as the next most
prolific spawner” (p.16).
the book Superbosses is essentially
a playbook for leaders seeking to
grow their influence beyond the bor-
ders of their own organization. As a
church leader, we should seek to find
ways to reach beyond the pages of
our church membership rolls. this
book, although written in a secular
context, provides clear and practical
insights, methods, and principles that
will positively affect the reach of the
gospel.
there has long been a disconnect
between church membership and dis-
cipleship. Superbosses provides lead-
ers of christian churches access to a
discipleship model that is proven to
work. the author emphasizes the per-
sonal development of each person
within the organization. As people
realize their true potential, are
inspired, trained, equipped, and set
free to accomplish their god given
purpose in life, they will grow and
pursue excellence with a passion
rarely seen. 
i will be implementing the con-
cepts in this book within my business
and my church throughout the next
several months. One area where i
have experienced this concept is
through the apprentice relationship.
My training is as a plumber. Plumbers
in my state serve a five-year appren-
ticeship under a master plumber. i
was blessed to be able to work rather
than attend school and have flour-
ished as an employee, owner/opera-
tor of my own business, and now an
employer and owner of a larger
plumbing company. 
As a lay pastor, i have had the
opportunity to work under other pas-
tors and church leaders to receive my
training. As illustrated in the book,
there is no substitute for a hands on,
mentor/mentee relationship to devel-
op the skills and experience neces-
sary to be successful. the premise of
Superbosses rests on the relationship
between the leader and those being
led. Discovering and developing the
people under the leader is paramount
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in the success of the leader. 
Superbosses do not focus on the
success of the company they manage.
Superbosses focus on their passion.
the leadership of the church would
do well to focus their attention on
what stirs their hearts and what
inspired them to enter ministry. As
the leader continues to pursue their
passion, Jesus, they will move those
under them to pursue the very same
thing. Nothing inspires people more
than someone who is inspired. there
are stifling effects to maintaining a
structure over pursuing passion. 
i cannot recommend this book high-
ly enough. the author challenges the
leader to the very core. he attacks the
one thing that makes a leader great
and at the same time is the greatest
weakness—pride. humility is the key
to becoming a superboss. One must be
willing to see the disciple surpass the
teacher. the disciple must become
more capable than the teacher. in so
doing, the leader’s influence will mul-
tiply beyond their imagination.
JOSEPh BAtES makes his home in Aitken,
Minnesota, where he serves as a Seventh-day
Adventist pastor.
ESSENTIALISM: THE
DISCIPLINED PURSUIT 
OF LESS
By Greg McKeown
New York: Crown Business (2014)
Paperback, 260 pages
Reviewed by Bradley D. Cassell
greg McKeown, writer, speaker,
and Harvard Business Review blogger,
creates a step by step plan to help
busy people set priorities and attend
to what is most important. According
to McKeown, “Essentialism is not
about how to get more things done;
it’s about how to get the right things
done” (p. 6).  the author calls upon
the busy reader to take control of their
own choices and learn to say no to
what is not important or essential in
their professional and personal lives.  
he utilizes three steps in discover-
ing and embracing what is most
important: explore, eliminate, and
execute.  intertwined in these steps
are practical stories of corporate exec-
utives who discovered their niche and
priorities by following these princi-
ples. the author gives practical coun-
sel such as getting plenty of sleep, tak-
ing time to play, gathering the
courage to eliminate things that are
not important even if it offends others,
and even getting into a flow or routine
of doing a few things well while cut-
ting out the non-essential priorities
that others place in our path. 
i believe McKeown hits on a very
important topic that goes beyond cor-
porate America into the lives of many
struggling to navigate the mass of
tasks bombarding their lives.  i feel
that his approach is overly optimistic
at times, especially in the realm of
elimination of the non-essentials.
there are tasks that must be accom-
plished in a work setting, even if we
do not always find them to be essen-
tial to us personally.  
the author’s approach on sleep 
is a bit overgeneralized as he uses
research to share that at least eight
hours of sleep is essential for maxi-
mum productivity and creativity in the
workplace. i am all for sleep, but my
personal sweet spot is seven hours,
and anything over eight can be disas-
trous for my day. could McKeown be
going to an extreme to bring those
who are getting three hours of sleep 
to find a middle ground?  
Even though i feel McKeown can
be overly optimistic and somewhat
extreme in his three step approach to
essentialism, i believe that it is a 
great read for anyone who feels over-
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whelmed with their daily tasks. the
author does an excellent job of sprin-
kling in relevant stories along with
practical counsel to get the reader to
bring balance to a life that can easily
become chaotic when attempting to
embrace everyone else’s priority lists
as our own. 
BrAD cASSELL lives in tampa, Florida and is the
Lead Pastor of the tampa First Seventh-day Adventist
church.
GROWING YOUNG: SIx
ESSENTIAL STRATEGIES TO
HELP YOUNG PEOPLE
DISCOVER AND LOVE YOUR
CHURCH
By Kara Powell, Jake Mulder, & Brad
Griffin
Grand Rapids, MI: Baker Books (2016)
Paperback, 330 pages
Reviewed by David Chimwaso
the authors of Fuller youth
institute have made a valuable 
contribution to the ongoing quest for
church growth by providing not only
a theoretical model for relational
church growth that can “Energize
[the] entire church congregation,” but
also a description of a practical appli-
cation of the concept. the model has
been explored in the context of “six
core commitments,” or strategies, “of
churches that are growing young.”
the profiled churches are thriving
because they are attracting and
engaging young people ages 15 to 29,
who are growing spiritually and emo-
tionally, which gives credence to this
concept (pp. 19, 20, 23).  Engaging
young people is key (p. 29). it is in
this context that the authors believe
churches that engage young people,
metaphorically, grow young. 
As churches across North America
experience “Aging, shrinking, or
plateauing congregations,” an 
effective model for church growth
becomes essential. “the decline in
overall church attendance is linked
with young people’s religious prac-
tices or lack thereof” (pp. 15, 16).
What this means is that many young
people are leaving the church. 
Growing Young offers strategies
that attract young people. these
strategies involve leadership, empa-
thy, a christ-centered message, warm
relationships, being good neighbors,
and giving priority to young people.
these strategies have become the
yardstick of churches that are grow-
ing young (p. 43).  
Powell, et al, discount models 
with preconceived ideas for attracting
young people such as, “popular
denomination, big modern build-
ings,” or “watered-down messages.”
instead, “for young people, commu-
nity and relational warmth is the new
cool” (pp. 26, 27). 
the model appeals to the life of
the church. there is need for inter-
generational relationships or mutual
dependence. the church needs
young people, and they need the
church. young people bring curiosity
and authenticity to Scriptures and
relationships, which can be refresh-
ing. On the other hand, “young 
people need a thriving church,” that
will “ground them in community”
and missional activities (p. 14). 
it is necessary that older adults
empathize with young people.
According to the authors, young 
people know that they are not per-
fect. they need a church where they
can ask questions or make mistakes
and learn from them without being
judged. the last thing they want to
hear is criticism at every turn. they
need a warm, caring, and empathetic
community, “a community of grace”
(pp. 91, 128). the aim is to under-
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stand and uplift young people. 
“Keychain leadership”—many 
congregations start growing young
involves first implementing this strate-
gy—by entrusting young people with
not only leadership roles but with
church keys, which is a smart move.
the book has testimonies on how
young people felt when they began to
receive church keys. they also felt free
to hang out at church, which gave
them a sense of belonging (pp. 44, 51). 
What the authors fail to mention 
is the positive impact of involving
young people, in not only leadership
roles, but in programing and worship
services. But one may argue that it is
implied. the authors make a strong
case that when we entrust young
people with leadership roles, they in
turn trust the church, and they
become an avenue to the rest of the
youth, which i think is a valid obser-
vation (p. 55).  
there are many books on church
growth written in recent years.
however, many of them have focused
on exponential growth—using vari-
ous strategies such as discipleship,
as is the case with Discipleship that
Fits by Bobby harrington and Alex
Absalom, or mentoring—as is the
case with Mentor for Life by Natasha
Sistrunk robinson, both of which are
very good on fostering relationships
as a vehicle for church growth. 
Growing Young, however, is differ-
ent. it is concerned with bridging 
the generational gap, which, if not
checked will have a negative impact.
therefore, while growing numerical-
ly, churches that grow young are
those which are attracting young
people ages 15 to 29. this is because
this group has no interest in church
and can easily get distracted or disil-
lusioned and leave (pp. 16, 19). yet
every church needs young people. 
Presenting christ-centered mes-
sages means a lot to young people—
which i think translates into expres-
sions of love, sympathy, and empa-
thy—not only focusing on doctrine.
Many times, young people are faced
with do’s and don’ts that do not rec-
ognize that spiritual growth is pro-
gressive. No one can become spiritu-
ally mature overnight (p. 151). 
these strategies are not new. One
learns that when congregations begin
to recognize and implement these
strategies, change begins to happen. 
however, these strategies go
beyond ideas, Growing Young
inspires action. it identifies strate-
gies, generates dialogue, and encour-
ages taking action. there is some-
thing to learn from the research find-
ings. the strategies are not exhaus-
tive. While only six strategies are pre-
sented, the reader is led to think of
many more. 
the last chapter offers ideas on
how to create a plan for action,
which i think helps eliminate pro-
crastination. the success of these
strategies will depend on church
leaders engaging a common vision
for young people. it would be benefi-
cial for leaders to study the book
together. there is need to brainstorm,
put the strategies into context, and
take action. For this to work, leaders
and the entire church family must get
involved.
i strongly recommend this book to
all church leaders, parents, and other
adults who have a passion for young
people. it will help them create a
warm, relational church, with special
focus on young people as a vehicle
for church growth—a church where
young people “feel known, accepted,
and valued” (p. 51), and in turn fuel
the life of the church.
DAViD chiMWASO is the associate first elder of
Bridgeland Seventh-day Adventist church, calgary,
AB, canada, and is engaged in a Masters in Pastoral
Ministry program at Andrews University. he is also the
author of The Pain of Loving. 
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TRANSFORMING
PASTORAL LEADERSHIP:
REIMAGINING
CONGREGATIONAL
RELATIONSHIPS FOR
CHANGING CONTExTS
By Quentin P. Kinnison
Eugene, Oregon: Pickwick
Publications (2016)
Kindle edition, 4825 pages  
Reviewed by Evadne Williams-Henry 
the author has made a significant
contribution to pastors and leaders
by discussing “congregational leader-
ship, cultural captivity, and how pas-
toral leaders and congregations can
adapt practices and roles for engag-
ing god and his mission in a chang-
ing world” (loc. 152-158). he address-
es some of the issues that are causing
conflict within the church and offers
solutions to the problems. “Pastoral
leaders often are perceived as a
threat to the status quo. these men
and women have spent years of train-
ing to consider carefully what and
how the church should best represent
god’s mission in the world” (loc.
500). the author feels that collective
leadership would be the best for the
church’s community since pastors
must work together with the laity for
a better outcome. 
“in the hiring process as in the
educational processes, pastoral lead-
ers are often expected to demonstrate
certain skill sets that promote leader-
ship as visionary and driven by
expertise. yet so often, these techni-
cal skills and preparation leaves such
women and men ill-prepared to
address the deepest kinds of change
most churches are in need of experi-
encing, as well as the conflict which
results from resistance to adaptation”
(loc. 503-508). “Sometimes pastors
will make changes through technical
leadership application but the results
can be disastrous. these results
include diminished congregational
vitality through loss of mission, dis-
empowered laity, personal burnout
and exhaustion” (loc. 503-508). When
this happens, members have a diffi-
cult time trusting the pastor. Some
members believe pastors are respon-
sible for their spiritual well-being and
yet, at times, the members them-
selves do not spend time with the
Lord in prayer or Bible study. Some
members come to church expecting
the sermon to give them the quick fix
that they are expecting. they do not
come prepared spiritually to meet the
Lord in his temple. this is one of the
biggest areas in the church that
needs to be addressed. Members then
leave the church because they “feel
the pastor is not meeting their expec-
tations” (loc. 954-957). 
One of the reasons for this is “the
system has eliminated the laity from
the equation. Because the system
funnels expertise into the ‘expert’ by
training the pastor to be the leader of
the church; this creates lay depen-
dency upon the pastor for vision, ini-
tiative, and preparation in order to
perceive and pursue the church’s
mission; this mission is conceived
through the expert system’s design”
(loc. 945-947). Members don’t realize
they—and not just the pastor—are
called by god to do mission work. he
is called to educate and train the laity
according to the Word of the Lord
that says, “And he gave some, apos-
tles; and some, prophets; and some,
evangelists; and some, pastors and
teachers; for the perfecting of the
saints, for the work of the ministry,
for the edifying of the body of christ”
(Eph. 4:11, 12 KJV).  “As the church
ceases its witness to christ’s activity,
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it attempts to replace christ and
establishes itself as the source and
place of salvation. hence, the current
status of the church as a ‘vendor of
religious services’ becomes apparent.
the critical issue may be that the
institutional church in the West
ceased living for christ’s sake and
began living for its own self-preserva-
tion” (loc. 995-999).
“One critique is that this form of
leadership actually ‘deskills’ the
church. this lay deskilling is largely
the result of an expert system
designed by professionals to be oper-
ated only by persons with specialized
training in the language and process-
es of the system” (loc. 1000-1008).
this deskilling has led to members
going to pastors for answers to their
questions facing the church and to
also fix the problems the church is
facing. When pastors don’t have the
answers, the members get frustrated
and the work of the Lord suffers (loc.
1008). Kinnison proposed to leaders
to use Jesus christ as the shepherd
who will give them the insight they
need to be a congregational leader,
as they continue to seek his direction
and guidance in their ministry. 
Pastors should know that elders are
also called to work with them to over-
see the flock’s well-being (loc. 1756-
1760). Some pastors do not like to
work with their elders and when this
happens, it causes problems in the
church. it causes lack of trust for both
parties. the author highlights the fact
that “there is no easy answer for over-
coming negative effects of modernity
and its expert systems approach to
life. But everyone should get involved,
the two-tier system of personal value
in the church should be eliminated;
since god speaks through the holy
Spirit to all his people and is often
best heard in modes of corporate dis-
cernment” (loc. 2866-2878).
“collective leadership does not nec-
essarily escape the effects of conflict.
this sense of systemic awareness
should cause church leaders to be
aware of the conflicts occurring within
congregations. By avoiding direct con-
flict about secondary issues, pastoral
leadership can help the congregation
to lessen anxiety and create ways of
helping the system to become a health-
ier system” (loc. 3219-3225).  While this
true, sometimes the pastor will need to
address direct conflict within the con-
gregation to promote respect and
unity. “conflict reminds us of the need
to seek god’s initiatives and it restores
a need for one another in the commu-
nity. the leadership triad helps con-
gregational leaders understand how
conflict occurs in congregational sys-
tems and demonstrates one way to
help conflict to be positive and trans-
forming” (loc. 3228-3232).
“this book is a bridge between the
current state of the church as a cul-
turally captivated entity and a future
church where shared leadership
guides us into life as a significant
aspect of our witness to god’s ability
to discover and engage god’s mission
in the world” (loc. 3672- 3681). As we
go through changes, we must remem-
ber that god is in control of his
church and we must always seek
him for guidance and direction. this
is an excellent book to help pastors
who are seeking to honor god in a
society that is ever changing. it helps
pastors to recognize that our ultimate
Leader is Jesus christ, and we should
follow the example that he has set
for us. i strongly recommend this
book to all pastors. 
EVADNE WiLLiAMS-hENry is a lay pastor working in
the capacity of lay pastor/elder for the Meadowvale
Seventh-day Adventist church in Mississauga,
Ontario. She is also a trained chaplain and a regis-
tered nurse working for the Ministry of Long-term care
for the Province of Ontario. She lives in Port Dover
Ontario, canada, and is engaged in a Master of Arts
program with Andrews University, Berrien Springs,
Michigan, USA.
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GOOD LEADERS ASK
GREAT QUESTIONS
By John C. Maxwell
New York, NY: Center Street (2014)
Hardcover, 320 pages
Reviewed by Jimmie Gibson
John Maxwell has been one of the
leading contributors to leadership
growth and development. he has
touched on four major areas: leader-
ship, equipping, attitude, and rela-
tionships. Many times leaders look at
financial and physical aspects to sus-
tain or improve company growth. the
art of asking the right questions is the
most valuable tool to have in your
leadership tool belt. Maxwell com-
ments on page 3: 
Questions—for forty years i’ve
asked questions on the subject
of leadership. you might think
that as time has gone by, and
i’ve received thousands of
answers, questions have become
less important to me. But the
opposite has been true. the
more questions i ask the more
valuable i recognize them to be.
Pretty amazing thought consider-
ing his vast experience.
Questions have too frequently been
seen as an indication of incompeten-
cy, especially in a leadership position.
i believe the perception that leaders
should have all the answers has
played a significant role in this mis-
perception. Wise teachers in high
school always told us that the only
dumb question is the unasked one.
Most organizations have people in
them from various cultures, ethnici-
ties, and backgrounds where leader-
ship is seen differently. this is fre-
quently the case in church or reli-
gious organizations. reducing the
distance between people from differ-
ent cultures, etc., can be done by 
simply encouraging dialogue begin-
ning with questions.
the use of questions in religious
and or volunteer type organizations
can be empowering when used in the
right way. When you ask questions
that allow members’ input to be used
in the building up the overall growth
of the organization, it empowers the
members and improves engagement.
in a quote from Peter Drucker on page
7, Maxwell says that he knew the
secret: “Successful leaders relentless-
ly ask questions and have an incur-
able desire to pick the brains of the
people they meet.”
Maxwell later places a chart in his
book (p. 75) and lists four things that
help to create an environment that val-
ues questions. the points are: 1. Value
each team member, 2. Value questions
more than answers, 3. Value the poten-
tial of your team, and 4. Value the
improvement of a good idea.
having an environment that
embraces the use of questions will
allow subordinates to feel comfort-
able in asking questions from leaders
without feeling inferior or a potential
liability to the company or organiza-
tion. i have seen churches where 
pastoral leadership did not value the
questions nor the team members. this
lowered morale and enthusiasm to
actively participate in the ministry of
the church. Not only did leaders not
appreciate the questions, they did not
like the answers or the suggested
solutions to grow the church.
there are not many deficiencies in
this book to mention. if i could ask
Mr. Maxwell one question, it would 
be why was the section on “What
questions do i ask myself as a lead-
er?” significantly shorter (20 pages)
than the “What questions do i ask 
my team members?” i feel there may
have been more he could have
expounded upon in terms of what
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questions can be used or asked when
successful. We have looked at our
failures and shortcomings, and have
found out a way to ask the necessary
questions to correct them. however,
most leaders do not ask questions
while in the middle of success. i
would like to know how to creatively
ask questions to maintain the current
success? this can be vital for a church
or volunteer organization.    
i would recommend this book to
anyone in leadership or moving into
leadership. A leader cannot and
should not think that they know
everything there is to know. Maxwell
did an excellent job of showing the
importance of asking questions and
allowing them to be asked. i think
one of the important things he brings
out is that questions are just as impor-
tant as the answers. he states, “By
asking questions, i harness the horse-
power of every member of my team,
and together we pull the weight of the
organizations” (p. 289). 
JiMMiE giBSON is a Masters of Arts in Pastoral
Ministry student at Andrews University in Berrien
Springs, Michigan, USA.
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DISSERTATION NOTICES
Cho, C. S. (2006). The relationship
between experiences of Master of
Divinity students at the Seventh-
day Adventist theological semi-
nary and their spirituality. Ph.D.,
Andrews University, ProQuest
Dissertations Publishing. 3213127.
the purpose of this study was to
examine the relationship between the
experiences of Master of Divinity stu-
dents while enrolled in the seminary
and their level of spirituality upon
completion.
A quantitative research design with
a limited qualitative piece was used to
survey M.Div. students who graduated
in 2004. Exactly 100 participants com-
pleted the christian Spiritual
Participation Profile and an instru-
ment that explored the degree of effort
put into formal curriculum offering,
and the frequency of participation in
nonformal curriculum and socializa-
tion activities. Participants were also
asked to share a positive experience
and to recommend changes to the
seminary curriculum. the Pearson
correlation and ANOVA procedures
were employed to analyze the data.
Spirituality correlated positively
with the following: the effort students
made in the formal curriculum, the
frequency of participation in the non-
formal and socialization areas, and
the perception of faculty modeling.
the effort students made in the for-
mal curriculum produced the highest
correlations with both current spiritu-
ality and the reported change in spiri-
tuality during the seminary years.
Black students ranked highest in spir-
ituality and white students the lowest.
Faculty involvement in student activi-
ties made a difference in how an
activity was perceived to have influ-
enced spirituality. Outside of the sem-
inary experiences, some of the sup-
portive influences and/or obstacles
were found to have significant rela-
tionships to the spirituality of all
M.Div. students.
intentional spiritual emphasis in
the formal and nonformal curricula,
socialization, and christian modeling
of faculty enhances the spiritual
growth of students. Students need to
take responsibility for their own time
management in order to invest
enough time for regular personal
devotion and in-depth study of the
Word. Finally, the seminary should
provide a strong community experi-
ence where fellowship among stu-
dents and faculty can flourish.
Goldberg, D. S. (2016). The intersec-
tion of leadership and spirituali-
ty: A qualitative study exploring
the thinking and behavioral
attributes of leaders who 
identify as spiritual. Ph.D., 
Union Institute and University,
ProQuest Dissertations
Publishing. 10173954.
While the field of leadership can
trace its roots to Plato, Sun tzu, and
Machiavelli, among many others, it
has become a focus of contemporary
academic studies in the last 50 to 75
years. And while spirituality can trace
its origins to Muhammad, Jesus, and
Buddha, the exploration of the nexus
of leadership and spirituality is much
more recent and as a result, a limited
body of knowledge exists and thus, is
ripe for study.
Many challenges exist, including
the fact that the study of leadership is
a multidisciplinary academic field
which includes a myriad of topics
from a vast array of disciplines and
spirituality, which are extraordinarily
diverse. this study explored a set of
theories and tools enabling leaders to
develop and support qualities within
themselves and those with whom they
work and interact. Specifically, this
work is a qualitative study exploring
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the nexus of leadership and spirituali-
ty, addressing the gap in the literature
that considers this intersection, as evi-
denced by the Venn diagram that
includes leadership, spirituality,
thinking, and behavioral attributes.
While a qualitative study, the
quantitative element used is
Emergenetics, a 30-year-old psycho-
metric tool that looks at the four
thinking attributes of analytical,
structural, conceptual, and social,
and the three behaviors of expressive-
ness, assertiveness, and flexibility.
With more than 630,000 profiles com-
pleted in 21 languages by people
around the world, the universe for
this study consisted of 14 one-to-one
interviews and two focus groups of 14
people each, one in person and one
online. the myriad of faith traditions
with which the participants identified
in their youth is provided. With
regard to the tradition with which
participants identify today, of the 42
participants, 24 identify as Science of
Mind/religious Science and 18 identi-
fy with other faith traditions or no
faith tradition.
the primary question was does
spirituality influence leaders’ think-
ing and behaviors. the secondary
questions included an exploration
around ways spirituality influences
thinking and behaviors. it also
explored the questions as to spiritual-
ity informing the ways leaders can be
challenging within their organiza-
tions, and if acknowledging one’s
spirituality publically helps or hin-
ders building effective teams.
the highlights of the research
include the finding that spirituality
does indeed influence everything a
leader does and is, whether thinking
or behavior attributes, and the pro-
cess of  a leader’s questioning. As
well, while publicly acknowledging
one's spirituality is thought to be pos-
itive, there are some confounding cir-
cumstances and those ideas are also
presented.
the study also includes the group
Emergenetics profiles for the two
focus groups and all of the individual
interviews as one profile, respective-
ly, with an explanation as to how that
informed the research.
Finally, the implications of this
research to the study of leadership,
the study of spirituality and leader-
ship, and the use of the Emergenetics
tool in such work is explored.
Gyuroka, T. C. (2016). What do 
pastors in German-speaking
Europe perceive as important
leadership competencies in 
order to be effective pastoral
leaders. Ph.D., Andrews
University, Dissertations. 1600. 
Leadership competency models for
teaching leadership to pastors in the
Seventh-day Adventist church—if
used at all—usually have been adapt-
ed from business leadership models.
the curricula for seminary leadership
courses and continuing education
programs are usually shaped by what
seminary teachers or administrators
deem important. their criteria are
often based on anecdotal evidence
rather than on a research-based
understanding of what Seventh-day
Adventist pastors actually need in
order to be successful leaders in their
local churches. this study seeks to
address this need within the Seventh-
day Adventist church in german-
speaking Europe, and globally by
developing a competency model of
pastoral leadership.
the study used a mixed-method
research design. the explorative qual-
itative phase (phase 1) of the study
worked with five focus groups. Four
focus groups consisted of pastors in
the Austrian Union, the german-
Switzerland conference, the North
german Union, and the South
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german Union. An additional focus
group was organized with the confer-
ence presidents of the seven german
conferences. this phase resulted in a
list of 104 competencies encompass-
ing skills, abilities, personal, and spir-
itual characteristics.
in phase 2, a questionnaire was
developed listing the 104 competen-
cies from the qualitative phase and
distributed to 311 ordained Seventh-
day Adventist pastors in Austria,
germany, and Switzerland to evaluate
the competencies from four different
perspectives: (a) the importance of
the 104 competencies for pastors 
generally, (b) the importance of the
104 competencies in view of one of
the churches they were responsible
for, (c) the frequency with which they
personally used these 104 competen-
cies in their work, and (d) their own
proficiency in each of the competen-
cies. the results were analyzed using
descriptive statistics, Pearson correla-
tions coefficient, and ANOVA multi-
ple regression analysis. 
thirty-nine of the 104 competen-
cies from the qualitative study were
rated 5.00 and above. Four of them
were leadership competencies, four
were management competencies, and
31 were other competencies. Few
regional differences were found in the
german-speaking fields except for the
North german Union. Only 29.9% of
the pastors rated the leadership com-
petencies associated with the core
tasks of leadership as high. in con-
trast they tended to attribute more
importance of those competencies
they used on a more frequent basis
and with greater proficiency.
these results suggest the need for
training in actual leadership compe-
tencies. thus, in the final step, a
leader competency model was devel-
oped to serve as a basis for adjusting
the curriculum for pastoral leader-
ship development.
the data and findings that emerged
from this study showed the need to
more adequately understand and teach
how the basic task of leadership, which
is energizing a system for change,
relates to pastoral ministry. Since the
leadership toolkit of pastors is still lim-
ited, a systematic leader development
master plan for pastors in german-
speaking Europe should be formulated
together with a curriculum for reaching
leadership on the basis of the leader
competency model of this study.
Henson, J. D. (2015). An examina-
tion of the role of spirituality in
the development of the moral
component of authentic leader-
ship through a sociorhetorical
analysis of Paul’s letter to Titus.
Ph.D., Regent University,
ProQuest Dissertations
Publishing. 3682828.
this study examined the role of
spirituality in the moral development
component of authentic leadership 
in comparison to leadership princi-
ples found in the Epistle to titus. 
the study of moral development was
drawn from literature on authentic
leadership theory, spiritual leadership
theory, and preexisting frameworks 
of moral agency, self-concept, and 
the stages of moral development. 
the exegetical process followed the
methodology of sociorhetorical analy-
sis and was interpreted for the moral,
ethical, and leadership principles
found in the pericope. the study
yielded five themes of leadership 
from which 10 principles of leader-
ship were discovered as found in
Paul's letter to titus. it was found that
the principles in titus generally sup-
port the literature on the moral devel-
opment component of authentic lead-
ership theory. in the case when there
were differences, it was found that
principles of titus expand and elevate
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the standards found in the literature.
the study concluded that there is an
intimate relationship between sacred
and secular contexts, such that the
moral and ethical standards of the
christian community engage the
moral standards of a given social 
and cultural context and reconfigures
them in light of the gospel of Jesus
christ. the 10 core values of ethical
behavior discovered in titus were
compared to the constructs of authen-
tic leadership theory, spiritual leader-
ship theory, and the core values of
spirituality, and they were found to
transcend each construct. the study
created a framework for the future
study of the core values of morality
and ethics in multiple constructs: 
Biblical, secular, and sacred.
Koko, A. S. (2017).  The role of 
spirituality in the leadership 
style of organizational leaders.
Ph.D., Capella University,
ProQuest Dissertations
Publishing. 10270632.
People perceive and practice spiri-
tuality in ways that are unique and
personal. Studies in the field of psy-
chology and related psychological
theories have suggested that personal
spirituality and human beliefs may
influence behavior, leadership styles,
and the day-by-day or lived experi-
ence of organizational leaders while
in their leadership role. Leaders are
the image of their organizations, and
their role can significantly affect the
profitability and success of their orga-
nization. Understanding the role that
these leaders’ everyday experiences,
mind state, cognition, and perception
of being spiritual play in their style of
leadership becomes important. the
goal of this study was to investigate
how organizational leaders experi-
ence and describe the role of spiritu-
ality in their leadership style.
Previous studies have been mostly
quantitative, and none of the qualita-
tive studies investigated spirituality
from an experiential perspective
based on the interpersonal-oriented
and task-oriented leadership styles.
the transcendental phenomenology
research design was used to investi-
gate the essence or meaning of these
leaders’ experiences regarding their
spirituality and leadership style as
they were currently experiencing it.
the knowledge obtained from this
study explained spirituality, con-
sciousness, and cognition’s role in
leadership style, which can be
applied to the fields of sports, poli-
tics, organizational management,
coaching, mentoring, leadership,
employee recruitment, and other areas
of society or within any organization
where leadership performance is impor-
tant. the conclusion from this study
was that organizational leaders who
self-identified as being spiritual demon-
strated compassion when relating with
their employees and others. these orga-
nizational leaders also demonstrated
core ethical values, and were more
interpersonal-oriented than task-orient-
ed in their leadership style.
Nguyen, K. S. (2017). Cultural 
integration and the gospel in
Vietnamese mission theology: 
A paradigm shift. Ph.D., Fuller
Theological Seminary, School 
of Intercultural Studies,
ProQuest Dissertations
Publishing. 10277690.
this study argues that it is neces-
sary to present the christian faith 
in such a way that it allows the
Vietnamese to follow christ and yet
remain within their Vietnamese cul-
ture. to do so, the study resonates
theologically with what has already
been done, and offers some relevant
contributions to the Vietnamese con-
textualization efforts by proposing a
paradigm shift in the development of
D I S S E R T A T I O N  N O T I C E S
107
et al.: Complete Issue
Published by Digital Commons @ Andrews University, 2019
PAGE  108 Vol. 11, No. 2 FALL 2017
a Vietnamese mission theology which
requires it to be both evangelical and
Vietnamese. the proposed paradigm
shift seeks to narrow the gap between
the way evangelical mission theology
has been practiced and the Vietnamese
syncretistic spirituality. Within the
larger context of East Asia, the study
has navigated the religio-cultural
dimensions of Vietnamese spirituality
that have hindered the christian faith
being assimilated into the Vietnamese
spirituality. the failure of christian
missionaries to identify the simultane-
ous “resisting” and “assimilating”
forces characteristic of Vietnamese
spirituality became the reason why
christian contextualization efforts
have failed. At the same time, howev-
er, it seems promising that contextual-
ization efforts could be possible once
the dual force nature of Vietnamese
spirituality is recognized, that is, iden-
tifying what needs to be resisted and
what are the crucial religio-cultural
elements or concepts needing to be
assimilated. this nature would serve
as the lens through which the contex-
tualization processes would review
the essential elements of Vietnamese
spirituality which can be redeemed for
evangelical christian beliefs and prac-
tices, for instance, the concept of god
the Dao (the Way) and the Vietnamese
extended family perspective for both
the trinitarian relationship and the
Vietnamese christian community of
both living people and ancestors. A
Vietnamese mission theology must
begin with the Vietnamese concept of
god the Dao. Acknowledging that the
Dao is christ, the incarnate god, is the
key to unlocking the problem of
believing in a god who is alien and
strange to the Vietnamese. Any
attempt at christian contextualization
in Vietnam, therefore, cannot over-
look the dual forces of “resisting and
assimilating,” and the nature of the
Dao of Vietnamese spirituality.
Washington, K. S. (2016). Spiritual
leadership in religious organiza-
tions: A grounded theory study.
Psy.D., The University of the
Rockies, ProQuest Dissertations
Publishing. 10013592.
research has not yet identified one
specific style or set of characteristics
that represents overall leadership
effectiveness among christian pastors.
this grounded theory qualitative study
examined spiritual leadership in reli-
gious organizations in order to develop
a theoretical model of effective leader-
ship for pastors. the use of grounded
theory design was appropriate in order
to develop a new theory on pastoral
effectiveness, grounded in the data
collected from pastors and their con-
gregation members. twenty pastors
and 20 congregational members of 
various non-denominational christian
churches throughout San Diego
county were selected as participants.
the data was obtained by querying the
perceptions of the pastors and congre-
gation members through the use of an
open-ended electronic questionnaire.
to ensure the accuracy of coding, data
collected through the questionnaires
was downloaded into NVivo10 qualita-
tive data analysis software to uncover
and analyze trends. the results of this
study suggested the presence of five
themes related to pastoral effective-
ness in non-denominational christian
churches: (a) communication; (b) per-
sonal development; (c) business acu-
men; (d) religious practices; and (e)
relationships. A key finding of the pre-
sent study pointed to the integration of
spiritual leadership theory and trans-
formational leadership theory for use
in religious organizations. the integra-
tion of the components of the two lead-
ership theories may provide pastors
with a means and common framework
for understanding the process of lead-
ership effectiveness.
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“To provide a peer-reviewed published dialogue of applied research in Christian servant leadership
across denominational, cultural, and disciplinary environments.” 
This mission involves several elements that provide a greater sense for what the Journal seeks 
to accomplish. Explaining key words serves as a window into the “culture” of those operating the
Journal of Applied Christian Leadership.
Peer-reviewed: This element describes the editorial nature of the Journal. The Journal encourages articles for publication that will 
be reviewed by peers in the field of leadership for evaluation both in content and style. This process will include ways of improving
and/or other resources that might be considered as part of the dialogue. This will also allow for an expansion of the field to occur 
so that at the time of publication the article can have a wider audience. 
Published: Our initial goal is that the Journal be a semi-annual publication with an eye of shifting toward a quarterly and then 
possibly monthly at some future point. 
Dialogue: Descriptive of the nature of the inquiry, the Journal seeks to encourage a respectful dialogue between scholars, students
and practitioners of leadership. Writers will present their findings in ways that while prescriptive also encourage dissent and a shared
conversation. 
Applied: The content of what is presented derives from strategies, principles, philosophies, and dynamic elements of leadership put
into practice in a host of varied environments. What is presented is not an untried theory but a “theory-in-use” applicable to a place and
time. Therefore, editors ask writers to use non-technical language accessible to practitioners.
Research: There are many leadership journals that provide an “anecdotal” approach to understanding leadership. While this
approach is vital to growth in understanding, the rigor of research-based studies is vital as well to give a more rounded viewpoint
toward leadership. Therefore, the vast majority of approved articles will consist of a research base to understanding. This is a core
component of the Journal. 
Christian: A second core component of the Journal is the focus of Christian principles as they intersect with leadership in action.
While there will no doubt be “Christian” principles located in non-Christian environments, the tenor of the Journal will be based upon
Scriptural elements of leadership. 
Servant: A third core component of the Journal is the centrality of Servant Leadership. While this nomenclature is widespread today
(even outside Christian circles), we recognize that “servant” leadership arises largely out of the life and leadership of Jesus Christ and
as expressed powerfully by the Apostle Paul in Philippians 2. It is our dynamic understanding of His life and this passage that serves
as a platform for our understanding of this core component. 
Leadership: Every endeavor in human history has involved a leader of one type or another. The Journal is about leadership. 
It is about the way people motivate, inspire, and lead others to accomplish as a group what could never be accomplished by them-
selves, all the while providing a dynamic transformation of all involved. 
Across: Leadership is exemplified across religious, racial, and national boundaries. Fundamental to a dynamic understanding and
application of leadership is a soul belief that no one group has sole propriety of leadership wisdom. In fact, when the discourse con-
cerning leadership transcends all time and space our comprehension expands and our practice of leadership moves with greater
effectiveness. 
Denominational: This first of three environments demonstrates the Journal’s fundamental worldview that learning can take place
regardless of creed and denominational divides. In fact, the more one studies various leadership issues throughout the denomination-
al world, the clearer becomes the commonality of our leadership challenges. Since the Journal centers upon Christian leadership, it is
imperative that our research expand beyond denominational borders. 
Cultural: One of the greatest challenges facing any organization in the 21st century is the growing expanse of globalization. Whether
that globalization is reflected in micro-globalization through immigration or macro-globalization through increased universal communi-
cation and transportation, fundamental to any leader of the 21st century is the ability to lead across national, sub-cultural, and multi-
cultural boundaries. 
Disciplinary: A final arena where boundaries can be removed for the benefit of leadership comprehension is this vital area of aca-
demic disciplines. More often than not, various schools have made leadership the focus of study. Each school has provided incredible
insight into the theory, philosophy, and practice of leadership. However, if our leadership comprehension is to expand, it will require
the synergy of cross-disciplinary dialogue to occur. Increasingly in the leadership world, contribution is coming from such schools as
history, sociology, theology, and even philosophy. To deny the interdisciplinary dynamic of leadership comprehension would substan-
tially minimize and/or prevent leadership learning. 
Environments: Finally, the Journal recognizes that the culture of leadership is influenced by the various environments where leader-
ship is practiced and the skills honed. From the military arena (in either a peace-time environment or war-time environment) to the
entertainment arena, leadership spans the limitations of environmental factors. Leadership is played out in the symphony hall as well
as the science lab as well as the sports arena. If leaders are to grow so that followers and organizations and our world can become a
better place, it is imperative that our understanding of leadership cross the expanse of time and space.
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